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This document is part of a larger project: It is one part 
of Digital Scotland’s Tackling the Technology Gender Gap 
Together (TTGGT) Mentoring and Role Modelling initiative.

The project has been designed to encourage young 
women studying and working in digital technology to 
become role models or mentors, with the goal of getting 
girls to consider a career in the digital technology sector.

The Role Models & Mentoring initiative consists 
of several documents, all of which support 
each other and give role models and mentors 
comprehensive guidance, activities and resources 
to help them when talking to school age girls. 

You can find the whole project online at: 
https://www.ourskillsforce.co.uk/be-inspired/
initiatives/become-a-tech-role-model
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Guidance on Talking 
About the Gender Gap 
in Digital Technology 
in Schools
 
This document provides information on why 
the gender gap exists in digital technology and 
suggests strategies to close the gap. 

It draws together research to help young women who are 
potential or practicing role models and mentors understand 
the issues and facts, so they are prepared to handle difficult 
questions when talking about the issue with students at school. 

It covers how the gender gap in digital technology has arisen 
and how our unconscious cultural biases maintain the gap. 
It provides advice on how role models and mentors can 
help close the gap by encouraging and supporting girls in 
their career aspirations, especially in digital technology. 

Although the guidance has been written for young women 
in the technology industry, it could be interesting to 
anyone wishing to inform themselves about the issue. 
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This document provides 
information and advice on:

The Digital Technology Industry in Scotland 
What Is the Gender Gap in Digital Technology?
Why Is the Gender Gap in Digital 
Technology Important? 
What Has Caused the Gender 
Gap in Digital Technology?
What is Unconscious Bias? 
Helping Teenagers to Understand Gender Bias
What Can You Do to Encourage 
Girls into Digital Technology?
How Can Girls Get into Digital Technology?
Handling Difficult Questions
Leaving A Lasting Impression
Follow-on Resources
References
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Digital technology is the fastest-growing sector in Scotland 
and it is expected to continue growing at an accelerated 
rate with around 12,800 new job opportunities every year. 
Over 90,000 people already work in digital technology 
across Scotland. Only 40% of these jobs are in technology 
companies. The rest are in other sectors such as finance, 
healthcare, the creative industries and many other sectors. 

The digital technology industry is broad, covering both 
computing and computing-related professions which do not 
require coding skills. The sector requires a wide variety of skills 
in a diversity of roles but currently only 18% of the workforce 
are female.

The Digital Technology 
Industry in Scotland 



5

The overall gender balance in STEM (science, 
technology, engineering and mathematics) subjects has 
remained largely the same for the last 30 years, but 
the proportion of women studying and working in digital 
technology has declined, although there has been 
some improvement in the workplace recently. Research 
completed on behalf of Scotland’s Digital Technology 
Skills Group found that women represent only 18% of 
the workforce in digital technology.1 This is considerably 
less than for other skilled occupations where the 
workforce is 30% female, and the workforce as a whole, 
which is 48% female.2 This lack of diversity and talent in 
the digital sector limits the growth and success of the 
industry and contributes to the significant number of 
unfilled vacancies.

What Is the Gender Gap 
in Digital Technology? 

In 2014, girls represented: 3

7% of entries for Higher in Technological Studies 

20% of entries for Higher Computing

28% of entries for Higher Physics

3% of modern apprenticeships in engineering 

6% of the current workforce in engineering

18% of the current workforce in digital technology



What Is the Gender Gap in Digital Technology? 

The leaky pipeline 
When asked what subjects they enjoy 
at school, 56% of girls say they enjoy 
information technology, computing 
and design and technology and 35% 
say they are good at it, but this is 
not represented in their subject and 
career choices, as only 6% aspire 
to work in digital technology.4 This 
suggests that most girls are not 
considering entering the industry, 
even when they enjoy the work.

A study by Edinburgh Napier University 
conducted in 2016 found that girls 
don’t apply for computing degrees 
because they don’t identify with 
the image of a person who studies 
computing. They tend to think their 
course mates will all have been 
programming computers for years, do 
it in their spare time for fun, and have 
no other interests.5  
 

They do not see themselves as 
being able to integrate with, or 
intellectually compete with, their 
potential course mates. Even when 
they do enrol on computing courses, 
they can become discouraged if 
they feel they do not fit in. They can 
feel isolated, or lack confidence, 
especially if they feel surrounded by 
apparently more skilled and confident 
male students who seem to share 
mutual interests and hobbies that 
are different from their own.5 

Even when women graduate with 
degrees in computing subjects, only 
58% of them are working in a relevant 
role 6 months after graduation, 
compared with 73% of men.6 The 
majority of female graduates with 
STEM qualifications do not end up 
working in STEM fields. This is in marked 
contrast to men.  

In Scotland, only 27% of female 
graduates with STEM qualifications 
work in the sector they qualified 
in, compared with 52% of male 
graduates.7 This means that of 
the 56,000 female STEM graduates 
in Scotland, just over 15,000 
continue to work in the sector.8 

The women who do stay in the STEM 
sector report that they are pushed 
into ‘softer’ job roles that are seen 
to be more suitable to their gender 
(horizontal segregation)4 and often 
pay less, and are passed over for 
promotion (vertical segregation). 
These forms of segregation 
significantly impact a woman’s 
ability to achieve her potential and 
her earning capacity, which may 
be contributing factors for why 
women choose to leave the sector. 

6
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What Is the Gender Gap in Digital Technology? 

The gender pay gap 
Male graduates who enter STEM 
occupations are more likely to enter 
at higher levels than female graduates 
and more likely to be in management 
positions, attracting better pay.9 

Within the digital sector, women 
are more likely to be in project 
management, web design or other 
roles that use soft skills, while men are 
more likely to be programmers and IT 
engineers. This role division is reflected 
in their average pay, which is £17.68 per 
hour for men and £14.89 for women.5 

It has been found that as the 
proportion of women in an industry 
increases, the pay decreases, even 
controlling for education and skills, 
suggesting that work done by women 
is consistently undervalued.10 
Even in female dominated caring 
professions like nursing, male nurses 

have substantially larger salaries 
than their female counterparts.11 

The gender gap doesn’t just exist 
in digital technology: across all 
industries, women graduates 
outnumber men 3:2 at the entry level. 
But by the time women reach the 
mid-levels of an organisation, they’ve 
almost disappeared, meaning they 
are not reaching the better-paid jobs 
higher up in an organisation. There 
are some structural and systemic 
barriers that women usually face at 
that point in their career, because 
it often coincides with when they 
are likely to start a family. But the 
same happens to women who don’t 
have children. As the roles in an 
organisation become more senior, 
fewer and fewer women can be found 
and only 10% of Executive Directors 
on FTSE 100 boards are female.12 

Executive 
Directors on FTSE 

100 boards are 
female. 

female STEM 
computing 

graduates work in 
technology

of girls say they 
enjoy STEM  
Subjects at  

school

10%

27%

56%
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Improve Scotland’s economy 
The loss of highly-trained, skilled 
women from the STEM sector signifies 
a personal loss of opportunity for 
individuals, but it also represents a 
serious loss of resource for Scotland 
and impacts negatively on the Scottish 
economy. Given Scotland’s investment 
in education, the failure of organisations 
to retain skilled individuals – male 
and female – could be viewed as a 
wasted investment. It is estimated 
that doubling women’s contribution of 
high-level skills to the economy would 
be worth as much as £170 million per 
year to Scotland’s national income.13 
Closing the gender gap entirely could 
generate up to 12% of GDP, which is 
£17 billion for the Scottish economy.14

Fill vacancies 
The UK needs 100,000 new graduates 
in Science, Technology, Engineering and 
Mathematics (STEM) subjects every 

year until 2020, just to maintain the 
current employment numbers.15 It has 
been estimated that one million new 
science, engineering and technology 
jobs could be created in the UK 
between 2014 and 2020.15 Scotland’s 
IT and Computing sector report an 
increasing demand for technical staff, 
with vacancies rising faster than in 
other sectors, and 21% of companies 
are struggling to fill vacancies.13 

Improve productivity and profitability 
There is a growing body of evidence 
demonstrating that the inclusion of 
women in workplace teams and on 
company boards significantly increases 
organisational performance, profitability 
and governance. A study of nearly 
22,000 publicly-traded companies in 91 
countries found that companies with 
at least 30% female executives make 
6% more in profits.17 The evidence also 
shows that firms gain other business 

benefits from improving equality and 
diversity, such as increased staff 
engagement and retention, more 
creativity and better, faster problem 
solving due to a wider range of 
perspectives. The increase in innovative 
thinking from having more diverse teams 
can be demonstrated by the fact that 
technology teams comprised of both 
women and men have been found to 
produce 26–42% more patents.18 

Increase happiness 
Better gender equality in the workplace 
doesn’t just lead to more innovative, 
profitable companies; it leads to 
happier employees.19 Data shows that 
more equitable companies are happier, 
more equitable countries are happier, 
and more equitable marriages and 
relationships are happier – for both 
partners, and for their children20, who 
are happier and do better in school.21

Why Is the Gender Gap in 
Digital Technology Important? 
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Societal expectations 
For STEM subjects, there is a lot of 
data showing that gender patterns are 
socially constructed, not biologically 
based. Girls are not less interested in 
STEM subjects, and are not less capable, 
but they do not see themselves as 
fitting in to employment in the STEM 
arena.22

Gender imbalances start early. Families, 
teachers and schools all play a part in 
creating gendered patterns of subject 
choice through micro-behaviours like 
differential encouragement of boys 
and girls. Even very subtle differences 
within family dynamics or classroom 
cultures can profoundly shape a child’s 
expectations of themselves. 

Teachers, even though they’re usually 
female, tend to perceive boys as 
‘better’ or more ‘naturally able’ at 

STEM subjects than girls, even when 
attainment scores show otherwise.23 
They tend to attribute a girl’s success 
to hard work rather than innate talent. 

STEM subjects are widely perceived 
by children and parents as ‘hard’ and 
only suitable for the most intelligent 
students, so if students don’t consider 
themselves as the most able, they 
exclude themselves from considering 
STEM options.22 People also associate 
STEM subjects as being ‘male’ and can 
hold negative opinions of women for 
working in a male industry.11 We may 
not think these thoughts consciously, 
but unconsciously it creates 
differential behaviours towards girls 
and boys in terms of treatment and 
encouragement.

The arts versus sciences divide 
also means that children who see 
themselves as ‘arty’ or ’creative’ 
discount a STEM career as not suitable 
for them. Among 12 to 13-year-old 
students, only 12% of girls aspire to 
become scientists, compared with 
64% of girls who aspire to careers in 
the arts.24 Girls who define themselves 
as ‘girly’ are particularly unlikely to 
consider a STEM career. Peers can also 
influence stereotypes and punish non-
conformity, which can reinforce gender 
expectations. The ages between 10 and 
14 are critical, as by age 14, most young 
people’s attitudes to subjects are fairly 
fixed.24

What Has Caused the Gender 
Gap in Digital Technology?
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What Has Caused the Gender Gap in 
Digital Technology?

Familial expectations 
Research by the Institute of Engineering 
& Technology found that 93% of parents 
would not encourage their daughter to 
pursue a career in engineering.25 Other 
research has found that mothers tend 
to be discouraging of their daughters 
entering a male-dominated profession 
because they want their children to 
be happy more than they want them 
to be successful, so even though 
they do assume their daughters could 
do a STEM-related role, they tend to 
discourage that choice because they 
think their daughters would be happier 
in an environment that has more 
women.22 However, mothers will support 
their daughter’s decision to study STEM 
subjects if they think their daughter will 
be happy.

 
Fathers are more encouraging of 
their daughters going into STEM fields, 
possibly because they don’t have as 
much insight into how hard it might be 
for a woman to be an outsider in a male-
dominated field.  

Even parents who are supportive of their 
daughter’s STEM aspirations express 
concern that women will probably have 
to work ‘twice as hard’ to succeed in 
a male-dominated field, and may need 
considerable resilience and support to 
maintain their aspirations over time.26 

Mid-career leavers
The small proportion of women who do 
qualify in technology subjects often 
leave. According to an American study 
by the Center for Work-Life Policy, 74% 
of women in technology report “loving 
their work,” yet 56% of these women 
leave their computing jobs at the mid-
level point in their careers, which is the 
point when their loss of talent is most 
costly to companies. This is more than 
double the quit rate for men and higher 
than the quit rate for women in science 
and engineering. These women move on 
to start competing companies or seek 
out government or non-profit jobs.18 



11

What Has Caused the Gender Gap in 
Digital Technology?

There are a number of contributory 
factors for the exodus of women from 
technology at the mid-level of their 
careers, including that this is often the 
time when women start a family. The 
low proportion of women at senior levels 
of technology companies can cause 
cultural factors in the workplace that 
mean the working environment is not 
flexible enough to accommodate the 
part-time or home working conditions a 
woman may want when she has a young 
family.5 
 

The mid-level of a career is also when 
roles come with more responsibility. 
Women in technology companies report 
that men are more frequently given 
“creative” and “producer” roles while 
they are pushed into less rewarding 
execution functions. People tend to 
trust others who are like them and, in 
the workplace, this means that senior 
leaders, who are still mostly men, 
tend to give the most interesting and 
important assignments to men like 
themselves, which reduces diversity 
higher up the hierarchy. It is also at 
this level where the pay gap between 
men and women begins to widen 
substantially to over 11%.9 

Women are sometimes told that they’re 
not ambitious enough and that’s why 
they’re not represented at senior levels. 
But data shows that women are every 
bit as ambitious as men; the problem 
is they’re less optimistic about their 
career chances because they think 
that their company and industry won’t 
support their aspirations.27 
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What Has Caused the Gender Gap in 
Digital Technology?

As women start to take on leadership 
roles, they can find their behaviour 
judged according to gendered 
expectations. There are cultural 
assumptions that women are warm, 
caring and nurturing, while men are 
competent, assertive, ambitious, 
dominant and powerful. Research shows 
that actual gender differences between 
men and women in these areas are very 
small, or non-existent, and differences 
in leadership style are virtually 
indistinguishable.28 It is our expectation 
of difference that is creating our 
perception of a difference where none 
naturally exists.29 Yet 86% of senior 
executives unconsciously believe women 
are less competent and less assertive 
than men and 84% unconsciously believe 
women are more friendly and caring than 
men.11 

Our expectations are for men to be 
leaders, and not women. It’s this 
unconscious expectation that a man 
will take charge that means women 
frequently find that their ideas are 
ignored in the workplace until they are 
repeated and suggested by a man.30 
Women are told to be more confident 
and outspoken to be heard in the 
workplace, but when they are, they 
violate our stereotypical expectations 
of what women are supposed to 
be. Because our world view is being 
challenged, we react in a hostile 
manner and that leads to negative 
consequences for the confident, 
forthright woman in that they are liked 
less, rated as less competent, paid less 
and promoted less.31 

Research shows that even when men’s 
and women’s objective performance is 
rated the same, subjectively women’s 
performance will still be rated as 
lower than men. The problem is further 
compounded in technology, as people 
associate the industry with men and 
tend to hold negative opinions of 
women in ‘masculine’ positions. When 
a woman is clearly competent in a 
‘masculine’ job, she is considered to be 
less likeable. Because both likeability and 
competence are needed for success in 
the workplace, women in STEM fields can 
find themselves unable to succeed.31



13

Our brains are hard wired to rapidly 
map everything we see into categories 
of things we’ve seen before, and this 
includes people. When we meet people 
for the first time, we use the most 
obvious visual identifications such as 
physical appearance, skin colour and 
gender, along with other indicators 
such as accent, nationality, religion, and 
clothing, to automatically assign them 
a set of characteristics that we have 
drawn from people we see as similar to 
them and their ‘type’. These automatic 
and unconscious assumptions affect 
our behaviour towards people more 
than our thoughtful consideration does, 
no matter how fair and unbiased we 
consider ourselves to be.

Unconscious categorisation is helpful 
in daily life – it saves our brains from 
having to process an overwhelming 
amount of new information all the time 
and means we always know how to use 
a new cup we’re presented with, even if 
it is shaped differently from every cup 
we’ve seen before. When we meet new 
people, the information available about 
them is so great that we make mental 
shortcuts because we cannot possibly 
process everything. We tend to focus 
our limited brain power only on novel 
information. We may also want to make 
a good impression and so focus on 
ourselves rather than learning about the 
other person. 

We automatically make unconscious 
assumptions that the new person 
possesses the traits included in the 
stereotype associated with the group 
they represent. Our prejudgements 
are based on our prior experiences 
with similar people, and from what 
we’ve seen and heard about their 
type or group from family, friends and 
the media. These assumptions are an 
unconscious biological reaction that 
take place in 30-100 milliseconds, 
which is about 250 milliseconds before 
our conscious processes engage.32 
Unconsciously we process around 
200,000 times more information each 
second than we do consciously, which 
means our unconscious mind has a much 
more powerful impact on us than our 
conscious minds.33 

What is Unconscious  
Bias? 



14

What Is Unconscious Bias? 

These unconscious associations and 
biases are activated every time we 
encounter someone from one of our 
categories or groups. Even if we don’t 
consciously believe the stereotype, it 
still impacts our behaviour because we 
have been exposed to it. 

When someone is different from what 
our unconscious expects, it challenges 
our mental categorisation. Our 
unconscious perceives this as an attack 
on ourselves and our shared cultural 
values. The violation of expectations 
assaults our understanding of who 
we are, which produces spontaneous 
changes in our behaviour such as colder, 
less friendly interactions, like giving less 
eye contact, displaying discomfort or 
avoiding the person in question.34 

These reactions may not be overt 
enough to lead to discrimination 
lawsuits, or even be noticed, but they 
can have a significant effect on the 
relationship between those involved, and 
make the person who has challenged 
our unconscious categorisation feel 
disliked and rejected. 

We tend to re-categorise the event or 
person that does not conform to our 
prejudgments as an exception from 
the norm to prevent us from having to 
change our original categorisation. We 
all habitually screen out information 
that does not confirm our categorised 
world view, and only pay attention to 
experiences and facts that fit with our 
mental model. 

This confirmation bias is one reason we 
form echo chambers in social media 
channels online. We surround ourselves 
with people and news sources that 
confirm our views and then form a 
distorted picture of the world. Our 
instinct is to value, support and defend 
those who are like us and reject or be 
suspicious of those who aren’t.

Nobody wants to admit to having 
biases, but we all have them; and if we 
don’t acknowledge what they are, we 
become vulnerable to displaying biased 
behaviours we won’t notice and would 
probably consciously deny.34 
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What Is Unconscious Bias? 

Controlling unconscious bias 
Controlling our prejudices uses the 
same part of the brain as working 
memory and attention, so when we are 
stressed or in a high emotional state, 
our brain’s cognitive load is increased 
and our automatic prejudicial responses 
strengthen. 

Telling someone about their biases 
can increase their stress, further 
limiting their cognitive ability and 
capacity to recognise their prejudices. 
If it is important to them to be seen 
as unbiased, or there is pressure on 
them to be unbiased, highlighting 
their prejudice can make them feel 
threatened and cause them to display 
greater intolerance and anger. So 
suppressing or demonising bias makes 
the problem worse, not better. 

Eradicating unconscious bias
To improve the situation, we need to 
admit that we all have biases and be 
honest with ourselves about what 
they are. When our biases arise we 
can then recognise them and address 
them before we further reinforce them 
and allow them to control us and our 
behaviour. 

Taking the perspective of someone else 
can increase empathy and decrease 
biases. Mindfulness meditation has 
also been found to reduce implicit bias, 
possibly due to its relaxing effect.35

Getting to know people who challenge 
our cultural assumptions and mental 
models allows our brains to redraw our 
unconscious map of ‘types’ of people, 
increasing the diversity of our views.36

We should try to avoid strengthening 
unconscious biases with stereotypical 
representations that reinforce them. 
Instead, look for images and stories 
that challenge our biases. 

Remember the internalised stereotype is 
not anyone’s fault: it’s not a conscious 
decision, it’s an accumulation of 
information and experiences and it 
can only be changed by changing what 
information sources and messages we 
pay attention to. 
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Use role play
Teenagers can find it difficult to relate 
to situations that they themselves 
have never experienced. To help them 
understand what discrimination looks 
and feels like at a low level, you could 
run the Team Instructions to Draw a 
House Activity described in the Don’t 
Believe The Stereotype Session. After 
the activity, talking about how each role 
felt will help students empathise with 
the issue. Once students have seen how 
minor biased behaviours can affect the 
feelings and confidence of different 
participants, they may be more likely to 
see the value in making changes to their 
stereotypes.

Use stories
You could play videos showing gender 
reversed roles, discrimination role-plays, 
or talks on gender bias. If you have 
any relevant experiences from your life 
that you are able and willing to share, 
a personal story can be an engaging 
and effective way to demonstrate the 
impact of gender bias on an individual 
and highlight the importance of tackling 
the issue. But avoid naming individuals, 
especially victims. 
 
Engage everyone 
Teenagers tend to place great value on 
social acceptance by their peers, so try 
to make your session relevant to the 
widest variety of students. This will help 
more students get on board with the 

mission to close the gender gap and 
support girls getting into technology. 
If you are in a mixed gender school, 
tell boys that gender equality is good 
for them to and has been shown to 
make men happier, healthier and more 
satisfied in their jobs. 

Point out that gender bias exists in 
every industry, so it doesn’t matter 
which career students are thinking of, 
being aware of the problem will help 
them deal with it. You could also mention 
that we have other unconscious biases 
with regards race, class, nationality etc. 
that we should also assess and address.

Helping Teenagers to 
Understand Gender Bias
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Demonstrate that things can change 
The issue of gender disparity in 
technology stems from deeply ingrained 
cultural stereotypes which are not 
going to change quickly, but every time 
we challenge the stereotypes and 
show women succeeding and being 
happy working in technology, we make 
an impact on the unconscious biases 
we all have about the industry, and 
gradually rewrite our mental models. 
Only 40 years ago, less than 20% of 
doctors were female and most people’s 
mental image of a doctor was male, but 
now nearly half of doctors are female 
and our mental model of a doctor has 
been rewritten.37 So it is possible to 
change the face of an industry, if we 
attract and train enough girls who 
enter and stay in the profession. 

But attracting girls can be difficult 
when we are all restricted by the 
prevailing prejudices. Early socialisation 
experiences mean attitudes and 
perceptions of STEM subjects are 
already formed when children enter 
education. Girls tend to perceive 
science and technology as subjects 
that are incompatible with their ideas 
of femininity and lacking in the caring 
aspects that are important to their 
value systems. Therefore, to close the 
gender gap, it is vital that we change 
these beliefs about the industry. 

Highlight creativity and diversity 
Girls tend to be attracted to creative 
careers or jobs where they feel they 
can make a difference in the world. 
Many girls think digital technology 
jobs are boring, repetitive and 

solitary, only appealing to unsociable 
people who lack other interests. So 
it is important to highlight the wide 
variety of exciting opportunities 
available in digital technology. 

Girls need to be reassured that 
there are interesting, flexible and 
creative roles in technology and 
most of them require working as 
part of a team to solve a problem 
and build a product or function that 
improves lives. Explain that employers 
are looking for a range of skills: as 
well as programmers and engineers, 
technology companies also need sales, 
marketing, customer support, project 
managers and financial accountants. 
These roles may involve softer skills 
but they all require an understanding 
of and passion for technology. 

What Can You Do to Encourage 
Girls into Digital Technology? 
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What Can You Do to Encourage Girls into 
Digital Technology? 

Discuss the importance of technology 
Digital technology doesn’t just have 
an image problem in terms of its 
employees and culture, it also needs 
to better explain and portray how it 
is solving problems and making the 
world a better place for everyone. 

Modern life is unimaginable without 
technology. If you ask a young person 
to imagine life without the internet, 
mobile phones and social media 
services, they struggle to work out how 
they could complete tasks without the 
technology they rely on. Explain that 
technology is becoming embedded 
into more and more industries as 
well as more and more of our lives. 

Even in recruitment and human 
resources, artificial intelligence is 
even being used to sift CVs and carry 
out impartial employee performance 
reviews so that the unconscious 
bias of a human being is removed. 

Solve real-world problems 
Girls are motivated more by the 
practical uses of computing 
than by learning to code or build 
hardware for the sake of it. 
When lessons, the curriculum and 
coding clubs embed computing in 
real-world applications, its popularity 
with girls increases and they become 
more interested in careers in tech. 

The immediate impact of software can 
also appeal to girls as they like to see 
the results of a programme they write 
taking effect straight away, making a 
difference as soon as it is completed.

Financial benefits
Although most young girls will not 
be thinking about a job’s salary, it 
is worth pointing out that jobs in 
technology are paid around 30% more 
than jobs in other industries, even 
if the job has the same job title.4

Another appealling factor may be 
that the pay gap between men and 
women is very small in digital technology 
compared to other industries, and 
women earn almost the same as 
men for doing the same job. 
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What Can You Do to Encourage Girls into 
Digital Technology? 

Tech is a flexible option 
It is also worth pointing out that 
most people will have multiple 
different careers in their lives and 
STEM qualifications do not mean you 
must work in that industry forever. 
In fact, STEM qualifications provide 
more transferable skills than other 
subjects and a background in STEM 
can keep options open for longer.

Direct girls to seek support 
As girls are still trailblazers in addressing 
the gender imbalance, they should be 
given ongoing support from women and 
mentors in the industry, who can help 
them excel in the sector and encourage 
them to reach the boardroom. Research 
has found that informal male networks 
give men an advantage in competitive 
workplace environments, compounding 

the issue of women feeling that they 
do not belong in technology. Female 
networks can help women feel more 
connected with the sector. Although 
women might be uncomfortable about 
joining a female-only network, most of 
those who do join feel that it boosts 
their confidence and morale. They 
enjoy meeting like-minded women and 
being able to discuss technology issues 
openly with other women who aren’t 
going to make them feel uncomfortable, 
unwanted or stupid. However, time 
pressures can make attending and 
maintaining these networks difficult, 
especially as they are often run 
outside of work time. Mentoring is 
widely considered to be beneficial in 
facilitating progress with 80% of women 
in technology thinking it helpful.5

Support women in employment
Employers must also do their part 
and look at how their systems and 
structures, policies, processes and 
culture may be discriminatory, even 
though they may think they are fair. 
They should look at the language they 
use in adverts, the words they use 
to describe successful performance, 
and the way they distribute projects, 
design jobs and manage maternity 
leave. Despite the technology sector 
being ideally placed to manage remote 
or asynchronous part-time working, 
the industry has been slow to adopt 
flexible working practices and the 
prevalence of part-time working 
is 16% compared with an average 
of 33% for other skilled jobs.5 

The average salary in 
technology is £37,500 
compared to the 
Scottish average of 
£28,000, which is 
over 30% higher. 
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Wide range of routes into tech 
There are lots of routes into the tech 
sector and many jobs do not require a 
university degree, so long as you can 
demonstrate the skills required. In fact, 
28% of developers are entirely self-
taught and do not have any relevant 
qualifications. However, it is easier to 
learn on a course and there are shorter 
college courses, free and paid online 
courses, degree courses, intensive 
boot camp style course and Modern 
Apprenticeships that allow you to earn 
as you learn. 

Start coding 
Encourage girls to attend after-school 
coding clubs, if they can. These have 
been shown to be a great way to start 
learning coding skills and the girls-only 
clubs can significantly improve girls’ 

perception of coding. Girls report feeling 
more comfortable learning in a single-
gender environment, more supported 
and more able to ask questions and fail. 
Encourage girls to accept failure as part 
of the learning process and use it to 
drive them forward to try again 

If there are no coding clubs, direct 
girls to find online courses. They can 
also seek answers to their questions in 
online forums. Tell girls that they don’t 
need to choose a female username if it 
makes them more comfortable in these 
communities. 

Learn about women in technology 
Encourage girls to seek out and read 
about women in technology to learn 
what successful women in the industry 
have done. Tell girls to support each 

other in their career paths, wherever 
they may take them, and particularly if 
they plan to head into a male dominated 
field. Tell them there are women-only 
networks in many industries and parts 
of tech they can ask for support and 
encouragement (for example PyLadies 
for females who code in the Python 
programming language). 

Find a mentor 
Tell girls to look for a mentor, if they can. 
Having someone who has experience 
of the industry to talk to can help girls 
make informed choices about their 
careers. If you can, please consider 
becoming a mentor to a younger girl. 
It can make a huge difference to their 
chances of success in the industry. 

How Can Girls Get into Digital 
Technology?  
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Students are innately curious, but not necessarily 
diplomatic. They might ask you things that make 
you feel uncomfortable, such as your experiences 
of discrimination, your salary, age, or personal 
information about your life. You are not obliged to 
answer anything you don’t want to - just smile and 
tell them that you won’t answer personal questions. 
Be friendly but firm and students will respect that.

They may also ask you diffiuclt questions about 
gender, such as why stereotypes exist, whether 
stereotypes are true (e.g. boys naturally like 
computers) and whether it’s fair that ‘women 
are stealing men’s jobs’. There are two general 
approaches to dealing with these questions: know 
your facts and explain the research that shows 
their assumptions are wrong, or pose a counter 
question to challenge their thinking e.g. Why are 
they men’s jobs?

Some boys may feel it’s discrimination towards 
them that girls are being encouraged into 
technology and offered mentorship when they 
are not. Referring to the gender gap, pay gap and 
research on unconscious bias may help them see 
why gender-specific interventions are necessary. 
Finish your question or session on a positive note by 
explaining that when there is a better balance of 
men and women (not a dominance of either) - men 
as well as women are happier and more productive, 
so everybody wins. 

Handling Difficult 
Questions
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Visit regularly 
One-off visits to schools can have a 
huge impact on one or two students but 
tend not to change things substantially. 
To have a lasting impact, please 
consider visiting a school several times, 
establishing an ongoing relationship 
with the teachers and students, and 
offering your time to help out at clubs 
or mentor interested female students. 

Become a mentor 
If you can, please consider becoming a 
mentor to a younger girl. Mentoring, and 
establishing a network of supportive 
peers, has a much greater effect on 
creating long-term change by removing 
the isolation that can come from being 
a lone female in a male environment. 

For more about how to do this, please 
read our document of Guidance 
on Becoming a Digital Technology 
Role Model or Mentor for Girls.

Leave information 
If you have brochures from your 
place of work or study that you think 
would help parents and teachers 
understand the opportunities in 
digital technology, particularly for 
women, take them with you and 
distribute them to interested students, 
teachers and careers advisors. 

Leave links of useful resources with 
students and teachers so they can 
follow up their interests after you leave.

Leaving A Lasting Impression
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Students, parents and teachers can find out more at 

www.digitalworld.net

The Digital Xtra interactive map shows what clubs and 
projects are available locally http://www.digitalxtrafund.
scot/find-an-activity
 

Apps for Good is an open-source technology education 
movement that delivers courses to 10-18 year-olds 

http://www.appsforgood.org/public/what-is-apps-for-good 

TechFuture Girls has a range of programmes and resources 
designed by schools and industry to get girls into code

https://www.thetechpartnership.com/inspire/programmes/
techfuture-girls

MIT provides free courses about technology for everyone 
from complete beginners to computer science experts

http://ocw.mit.edu/courses/intro-programming

Udemy has self-paced online tutorial courses 

https://www.udemy.com/courses/IT-and-Software 

Udacity have free and paid courses on programming 
concepts and set mini projects to try out new skills 

https://www.udacity.com/courses/all

Codeacademy provides interactive online courses where 
learners can start coding as soon as they start learning

https://www.codecademy.com/learn

Code School provides courses in lots of programming 
languages with video lessons and coding challenges 

https://www.codeschool.com/courses 

Khan Academy has collaborative courses on programming, 
drawing, and creating animations, games and websites 

https://www.khanacademy.org/computing

Code Avengers has courses teaching how to build web pages, 
apps, and games 

https://www.codeavengers.com/courses 

Follow-on Resources 
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