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ABSTRACT

Automationwillbecentraltothenextphaseofbusinesstechnologytransformation,drivingnew
levels of customer value such as faster delivery of products, higher quality and dependability,
deeperpersonalization,andgreaterconvenience.Thisbusiness transformationphasewill require
workerswithnewskillsatall levels.Therearesignificantshortagesofwomeninleadershipjob
rolesininformationtechnologyandautomation.Therearealsosignificantdisparitieswithpayand
opportunitiesforwomeninthosefields.Asaresult,itiscriticaltounderstandtheorganizational
culturalchangestrategiesthatinformationtechnology(IT)andautomationcompaniescanmaketo
employmorefemalesininformationtechnologyandautomationpositionsandaddressgenderpay
issuesandgenderexclusivityissuescurrentlyexistingintoday’sworkplace.Thisarticleintendsto
influencetheworldofpracticethroughtheexecutionofaliteraturereviewcontentanalysis.
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INTROdUCTION

Researchhasshownthatcompaniesinthetop25%forgenderdiversityaremorelikelytooutperform
thanthosethatarenot(DeLeon,2014).Genderdiversityhasconsistentlybeenprovenasacritical
elementinhelpingbusinessesgainacompetitiveadvantage(Burrell,2019).However,asMariah
DeLeon(2014)explainsinherarticle“HowtoRecruitMoreFemaleExecutives,”“Womenmake
up61%oftheU.S.workforce,earnalmost60%ofallundergraduatedegreesand37%ofallMBAs,
yetcompaniescontinuetolaginplacingfemalesinexecutivepositions.”Thoughtheadvantagesof
employingandpromotingfemalesintoalllayersofanorganizationarelikelytocontributetothe
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growthandfinancialsuccess,businessescontinuetostruggleinmakinggenderdiversityareality
(Burrell,2019).Companiesoftenfailtopromoteorhirewomeninexecutive-levelpositions,primarily
intheautomationandtechnologyindustrieswherewomenaregrosslyunderrepresented.According
toAhuja(2002),itismoreimportantthanevertodeterminethefactorsthatpreventwomenfrom
enteringautomationandtechnologyfieldsandprogressingtoexecutive-levelpositions.

Kuschel(2019)positedthatoneofthemajorcontributingfactorsofthegendergapisthetiming
conflictbetweencareersandmotherhood.Whentechnologycompanieslooktoemploywomenand
satisfytheirgenderanddiversityquotas,itmaybewisetoexaminesomeofthestrategieswomen
implement in tech start-ups (Kuschel, 2019). Women-owned businesses may foster, nurture and
developtheirfemaleemployeesbyprovidingflextimeandahealthywork-lifebalancethat,inturn,
positivelyaffectthefamilyunitand,therefore,employeesofbothgenders(Kuschel,2019).Insome
Europeancountries,womenreceivemorematernityleavethanintheUnitedStates.Infall2021,
Finland’stotalpaidparentalallowancewillincreaseto14months,including164daysperparent,and
Swedenhasthemostgenerousleave,whichequatesto240daysperparent.Finlandcurrentlyoffers
fathersthesameparentalconsentasmothers,andinSweden,nearlyallfatherstakepaternalleave
(Mussino,Tervola,&Duvander,2019).IntheUnitedStates,somecompaniesofferpaternityleave,
yetagrossmajorityofnewfathersdeclinetotakeit,leavingtheburdenofearlyinfantchildcareon
themother(Mussino,Tervola,&Duvander,2019).Thepracticeofprovidingextendedpaternity
leaveisrarelyimplementedintheUnitedStates,makingitharderforthewomanwhomaybearthe
bruntofchildcarewhilealsotryingtoenter,re-enterorprogressintheircareer.

Womenoften feel theyneed to hide their desires to becomemotherswhenhired andoften
significantlydelaymaternitytofocusontheirinformationtechnology(IT)andautomationcareers
(Kuschel,2019).Technologyandbusinessautomationarestilltwoofthemostunder-represented
industriesinfemaleleadership,makingtheculturedecidedlypatriarchal(Burrell,2019).Work-life
balancebenefitsbothgenders,especiallywhenitcomestotheresponsibilitiesofraisingafamily.
Failuretoproduceflexibleworkoptionshasdireconsequencesforallfamilies(Ashcraft,McLain&
Eger,2016).Femaleworkersinthetechnologysectorfaceseveralchallenges.Manyofthemwork
morethan100hoursperweek,needtobeavailable24/7,workormanagecolleaguesinmultiple
timezones,andfeeloverwhelmingpressuretoputinmorefacetofacetime(Hewlettetal.,2008).
Suchoccupationalstressesputaburdenonthefamilyunitandaffectbothpartnersinarelationship.
Managing competing life responsibilities, such as family care, can be a challenge in business
automationandtechnology.Womenintheseorganizationalculturesmayfeelpenalizedforhaving
afamilybybeinggivenlessresponsibilityor lessvisibleroleswithinanorganization(Ashcraft,
McLain&Eger,2016).Simardetal.(2008)foundthatonly7.3%ofmid-leveltechnologyindustry
workersagreedthatsuccessfulpersonnelinITarefamily-oriented,andover60%ofthesesamemen
andwomenself-identifywithbeingfamily-oriented.Thisdisparitycanhaverealimplicationsfor
losingtoptalent,astheindustryasawholeisnotknownforimplementingwork-lifebalancepractices.

LatinAmericanwomen in technologyandautomationhavemore education andarepart of
theupper-middlesocioeconomicstatus(KuschelandLabra2018)butarealsoapartofagroupof
womenthathaslowerfertilityrates(AdseraandMenendez2011).Furthermore,LatinAmerican
womeninthetechsectormaybelessinfluencedbymachoculture(Susaetaetal.2013).Women
of color are especially underrepresented in technology and automation careers (Burrell, 2019).
AccordingtoAshcraft,McLain,andEger(2016), thepercentageofcomputingoccupationsheld
bywomenin2015includethefollowingstaggeringstatistics:WhiteAmericanwomenoccupy16%
ofallcareersincomputing,AsianAmericanwomenoccupy5%,AfricanAmericanwomenoccupy
3%andLatinAmericanwomenoccupyonly1%.Whatisevenmorealarmingisthatthesenumbers
havebeenmovingonadownwardtrendsince1991(Ashcraft,McLain,&Eger,2016).Thepoint
inwhichwomentendtoquitisatmidpointormid-career,whichisdefinedashavingbetween10-
20yearsofexperience(Ashcraft,McLain,&Eger;2016).“Onelarge-scalestudyfoundthatafter
about12years,approximately50percentofwomenhadlefttheirjobsintechnology,engineering,
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andautomationfields”(Glass,Sassler,Levitte&Michelmore,2013).Investigatingthiscriticaltime
inawomen’scareertrajectoryandtheaccompanyingsocietal,work,andfamilyexpectationscanbe
beneficialtofindingsolutionstoretainwomenintechnologyrolesandnurtureandmentorthemto
fulfillexecutive-levelpositions(Burrell,2019).Ashcraft,McLain,andEger(2016)reportthatthere
isevidencethatsuggestshowworkplaceconditions,accesstoinnovativevitalroles,andasenseof
beingstalledintheircareerarejustafewofthecontributingfactorsofwomenleavingtheITand
businessautomationfields.Whenwomenaredelayedatmid-careerwithouttheabilitytocontribute
inthewaystheywouldlike,theyreporthigherlevelsofunhappiness(Burrell,2019).Hewlett(2008)
reportedthatwomenarenotgivenaccesstoexecutinginnovationwithintheirroles,whichprevents
themfromgettinghands-onexperienceininnovationand,therefore,arenotabletopursuecertain
ITandbusinessautomationoccupations.AccordingtoKawamoto(2013),menoccupymoreroles
asbusinessautomationadministrators,softwareengineers,andITmanagers,whilewomenaremore
likelytoworkasprojectmanagersorbusinessanalysts.TheCenterforTalentInnovationconducted
astudythatfoundthat1in3womenintechnologyreportedfeelingstalledintheircareersandwas
more likely toquit their jobwithinoneyear (Hewlettetal.,2014).Forty-sixpercentofAfrican
American women surveyed felt stalled, which was significantly higher than White, Asian, and
Latinawomen(Hewlettetal.,2014).Companiesneedtoaddressthecriticalcomponentsofattrition
andretentioniftheywanttoreapthebenefitsofamorediverseworkplacewithgenderandracial
diversity(Burrell,2019).

Thenumberofcompaniesthatsaytheyarecommittedtogenderandracialdiversityisvast.Yet,
statisticscontinuetoindicatethatmostarenottreatingdiversitylikethebusinessimperativethatit
is(Thomasetal.,2018).Withthecompetitivenatureofthecurrentbusinessenvironment,finding
therighttalentiskeytoimmediateandfuturesuccess(Burrell,2019).Whenorganizationsarenot
seriouslyconsideringhalfofthepopulation,theyaremissingoutonanimmensepooloftalentand
creativity(Moritz&Karve,2017).Organizationsmustmakeagenuine,permanentcommitmentto
genderequityanddiversity(Burrell,2019).

The Focus of the Research
Thispaperwillexplorevariousstrategiesforincorporationintheareasofculturalchange,recruitment
techniques, leadership development, and retention that information technology and business
automationorganizationsshouldadopttobecomeleadersingenderequityanddiversity.

The Purpose of This Research
Thepurposeof thisresearchis tounderstandorganizationalculturalbarriersandchallengesthat
hamperwomeninbusinessautomationandinformationtechnologyorganizationswhilediscovering
newstrategiesforgenderdiversityandinclusionsuccess.

MeTHOdOLOGy

Themethodusedisaliteraturereviewcontentanalysisofover101ofthemostimportantandrelevant
articlesconcerningwomen inbusinessautomationand information technologywithaparticular
emphasisonthoseproducedandpublishedinthelastfiveyears.

Method for Analyzing the Literature
Researchstudiesandmodelswereselectedbasedonakeywordssearchforwomenintechnology,
womeninautomation,andwomenininformationtechnology.Thosearticlesunderthesearchterms
thathadthehighestcitationnumbersinGoogleScholarandScopusindexesguidedtheselection
ofthosethatwerereferenced.Additionalsearchesforarticlesonwomenintechnologyandwomen
ininformationtechnologyincludedthefollowingdatabasesandtheirhosts(showninparentheses):
ABIInformComplete(ProQuest),AcademicSearchPremier(EBSCO),BusinessSourcePremier
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(EBSCO),ProQuestDissertationsandThesisDatabase(ProQuest),EducationResearchComplete
(EBSCO),ERIC(EBSCO),Scopus,andGoogleScholar.Usageofthesedatabasesallowedadegreeof
assurancethatthedataretrievedwasauthoritativeandthattheresearchwentthroughrigid,meticulous,
andcontrolledevaluationsystems,whicharethebrandsofscholarlyresearchandwriting.

LITeRATURe ReVIeW

Organizationsthatwanttocommittocreatinganenduringenvironmentthatpromotesgenderequality
anddiversityintheworkplacemustbeginwithculturalchange(Burrell,2019).Corevalues, the
dominantvaluesthatareacceptedthroughouttheorganization,mustbefirmlyinsupportofgender
equality(Robbins&Judge,2017,p.266).Closeattentionmustbegiventocreatinganorganizational
climateinwhichthesharedperceptionsmembershaveabouttheirorganizationandworkenvironment
fosterthebeliefthatallhighlyqualifiedindividuals,nomatterthegender,shouldbetreatedfairly
andbegivenequalopportunityfordevelopmentandpromotion(Robbins&Judge,2017,p.269).
Seniorleadersandmanagersmustbechampionsofdiversityandfosterarespectful,inclusiveculture
(Thomasetal.,2018).Researchshowsthatorganizationswithactiveculturesofleadershipgrowth
alsoseemtohavethehighestdegreeofgenderdiversity(Coy,2017).

So,whatspecificstepscanbetakentodevelopandsustainaculturerichinacceptanceofgender
diversity?CharlesMcCoy(2017),authorof“FoursWaysCompanyCultureCanSupportWomenin
Leadership,”sharesideasonpracticesorganizationscanadopttofosteraculturethatsupportsfemale
employeesthroughouttheircareerjourneys.First,itisimperativetobeginwith,education;teachall
employeesaboutdiversity,conflict,andbias(McCoy,2017).Organizationsshouldcreateanopen
butrespectfuldialoguearoundcontroversialtopicsthatshapeanindividual’sunconsciousbiassothat
employee’sbecomeself-awareanddiscoverskillstochangebehaviorsandmindsetstoencouragea
positiveshiftinattitudes(McCoy,2017).Second,organizationsmustlistentotheirfemaleemployees
(McCoy,2017).Anenvironmentofopen,proactivecommunicationmustbefostered,sothatfemale
employeesfeelcomfortablesharingcareergoalsandconcerns(Burrell,2019).Intrulylisteningto
femaleemployees,organizationalleaderscangainvaluableinsightsonhowtoshapetrainingand
createpathwaysforwomentoachieveleadershiproles(Burrell,2019).

Unconsciousorimplicitbiasesimpactwomeninscienceandtechnologyfieldsincumulative
ways.Theimplicitbiasesofothersmayresultinexplicitoroutwardlydirectedmicroaggressions
thatperpetuatestereotypesandleadtoenvironmentsthatareunwelcomingtowardwomen.Females
intechnologyandengineeringfaceevenmoreobstaclesthanfemalesinotherfields,accordingto
McCullough(2011).“Theymustovercomebarriersbothintheircontentareaandinleadershipareas”
(McCullough,2011,p.8).AstudybyOng,Smith,andKo(2018)ofwomenofcolorinSTEMhigher
educationsettingsfoundthatmicroaggressionsarecloselylinkedtofeelingsofisolation.Someof
themicroaggressionsencounteredbywomenandnotablywomenofcolor in theseenvironments
includehallwaydisplaysshowingpicturesoffamousWhitemalescientists,fewerwomen’sbathrooms
inscienceandengineeringbuildings,andcollegebuildingsnamedafterWhitemales(Ongetal.,
2018;Dalton&Villagran,2018).Whileinstitutionalmicroaggressionscanbesubtle,theireffects
aresignificant.Overtime,implicitbiasesandmicroaggressionsmaypreventwomenfrompursuing
careersinscienceandtechnology.Theymayinfluenceemployersinthehiringandevaluationof
womeninthoseindustries(Hill,Corbett,St.Rose,&AAUW,2010,p.78).

Organizationsmustworktominimizemicroaggressionsembeddedintheircorporatecultures
that marginalize female employees, especially in fields in which women have been historically
underrepresented, such as IT and automation. A study by Aspray and Cohoon (2006) indicated
that new female employees in IT companies “tend to face relatively hostile climates” (p. 433).
However,whenwomenperceivethattheiremployervaluestheirworkandcaresabouttheirwell-
being, the results are substantially positive (Aspray&Cohoon, 2006).Yang andCarroll (2018)
notedthatleadersmustexaminetheroleofgenderedmicroaggressionsonthewell-beingandcareer
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developmentofwomen.Forcompaniesseekingtocreateenvironmentsthatareinclusiveforfemale
employees,awarenesstrainingformanagerscanhelptoidentifyandaddressmicroaggressionsthat
leadtoworkplaceinequities(Dalton&Villagran,2018).Seniorleadershipmustfirstacknowledge
thepresenceofgenderedmicroaggressionsandthenseektolessentheirfrequencyandminimize
theirimpactonwomen.

Sexual Harassment
SexualharassmentinbusinessautomationandITfieldsisperhapsmoreprevalentthaninsomeother
industrieswherewomenhavemorerepresentation(Cole,Burrell,&Springs,2020).SincemostIT
andbusinessautomationorganizationshaveasmallernumberofwomen,thereisagrossimbalance
ofgenderintheworkplace.Inindustrieswithfewerwomen,therearemorereportedcasesofsexual
harassmentwhereinsectors inwhichwomenoccupymorepositions, sexualharassment is lower
(Dobbin&Kalev,2017).Sexualmisconductandharassmenttraininghavebeenimplementedregularly
sincethe1990s,yetthecasesofsexualharassmentreportedhavenearlydoubledfrom1990to2000
andhaveslowlycreptupeversince(Dobbin&Kalev,2017).Thenumberofwomenbeingsexually
harassedintheworkplaceisoftenunderrepresentedsincemanywomenfailtoreportitforseveral
reasons(Cole,Burrell,&Springs,2020).

AccordingtoJohnson(2008),only25%ofwomenreportsexualmisconducttotheiremployer
duetothreemainbarriers.Womenwhodocomplaintotheiremployerfeartheywillfaceretaliation,
orthattheywillnotbebelieved(Johnson,2008).Manyareunsureofhowtoreportsexualharassment
intheirorganization.AccordingtoTitleVIIoftheCivilRightsActof1964,sexualharassmentmust
bedeemedextremeorpervasive,somanywomenfeartheircasewillnotlegallymeettherequirement
anddonotbothertoreportit(Cole,Burrell,&Springs,2020).

Somepoliticiansarecreatinglawsthathelpprotectthedefendant.KristinGillibrand,forexample,
isallowingthevictimtogotoopencourtandnotbeforcedintoprivatearbitration,whichwould
allowmorepublicexposureofthesexualoffenseandenlightensotherworkersthatthecomplaintwas
made(Johnson,2008).Althoughagoodfirststep,lawmakersneedtoamendTitleVIIandclarify
whatisconsideredpervasiveorsevereascurrentlyseveraloffensivebehaviorsarelegallypermitted
likeunwantedtouching,name-callingandpersistentphysicalandverbaleffortstocoerceothersinto
actsofunwelcomesexualconduct(Cole,Burrell,&Springs,2020).

Employersmusttakesexualharassmentseriously(Charlton,2012).Fosteringanenvironment
whereallemployeesfeelincluded,andrespectedbeginswithmakingsurethateveryonefeelssafe
(Thomas et al., 2018). Progressive woman-friendly organizations have zero-tolerance policies
regardingsexualharassmentandgenderdiscrimination(Coles,Burrell,&Springs,2020).Indoing
so,aclearmessageissentthatthecompanyisnotafraidtostandupforitsfemaleworkers,creatinga
positiveenvironmentforwomen(Charlton,2012;Cole,Burrell&Springs,2020).Lastly,organizations
mustcreatemeasurableinclusionanddiversitygoals(McCoy,2017).Itisnotenoughtotalkabout
inclusionanddiversity,anddemonstrableprogressmustbeachieved(Moritz&Karve,2017).McCoy
(2017)suggeststhatemployers,“Trackmetricsongenderrepresentationofexternalcandidatesfor
hire,salarydifferencesincomparablepositionsbygender,andassignmentsofhighvisibilityprojects
bygender.”Implementingthesemeasureswillensureaccountabilityandtransparencyinreaching
genderdiversityorganizationalgoals(Burrell,2019).

Companiesneedtodomoretopreventsexualmisconductinthefirstplace(Cole,Burrell&
Springs,2020).Mostemployeeshavetheexperienceofcompletingasexualharassmenttrainingin
theformofanonlinecourse,clickingthroughaPowerPoint,orsigningamulti-pagePDF(Cole,
Burrell&Springs,2020).AccordingtoMiller(2017),regularsexualharassmenttrainingdoesnot
work,butstrategiessuchastrainingbystanderstointervenecanbemuchmoreeffective.Promoting
womenintheITandbusinessautomationfieldscanhelpcounteractincidentsofsexualmisconduct
byshiftingthebalanceofpower.Sexualharassmentisapowerissuewheretheoffenderexhibits
controloverhisvictim(Cole,Burrell&Springs,2020).Byempoweringthebystanderstostandup
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forthevictim,ittakespowerawayfromtheoffender.Bystandertraininghasbeenimplementedin
thearmedforcesandoncollegecampuses,butitisstillrareinthecorporateworld(Miller,2017),
wheremostbusinessautomationtechnologyjobsreside.Someofthebystandertrainingsuggests
thatwitnessescancalloutthebehaviorduringthetimeoftheincident,ortheycaninterveneby
creatingalouddistractionortryingtogetthevictimtoanotherlocation,suchascallingthemto
animpromptumeetinginaconferenceroom(Cole,Burrell,&Springs,2020).Otherideasinclude
confrontingtheperpetratorandcallthemoutontheirlanguageorbehaviorandinformingthemthat
itwasinappropriate(Cole,Burrell,&Springs,2020).Whenbystandersremainsilent,theoffender
gainsmorepowerovertherelationship,sobystandertrainingcanbehighlyeffectiveinpreventing
thebehaviorfromreoccurring(Cole,Burrell,&Springs,2020).

Organizationswithinclusivecultureshavewomenrepresentedinalljobrolesandatalllevelsin
theorganization(Burrell,2019).Whencompanieshavemorewomeninmanagement,theyalsohave
lesssexualharassmentthanorganizationsinwhichtherearetoomanymeninpositionsofpower,
sincetheyoftenenableeachother’sbehavior.Afterall,theyfeelpressuredtoacceptthebehavior
(Miller,2017).Oneoftheprimaryreasonscompaniesfailtopromotewomeninpositionsofpower
isbecause“theyoftenleaveindustrieswheresexualharassmentiscommonandgoesunaddressed”
(Dobbin&Kalev,2017).Equalpayandequalpromotionofbothgendershelp.Still,ifcompaniesare
notactivelyrecruitingwomenthroughcollegesorprovidingmentorswhenhired,theyloseoutonthe
abilitytoattractandretaintopfemaletalentinITandautomation(Burrell,2019).Whencompanies
employcollegerecruitmentstrategies,theygainsignificantly,whichhelpstipthebalanceofpower
and can slowly eradicate sexual misconduct in the workforce. According to Dobbin and Kalev
(2016),fiveyearsofcollegerecruitmentprogramsaimedattargetingwomenresultedinanaverage
of10%increaseinmanagementroles.Additionally,aprogramthatfocusesspecificallyonminority
recruitmentcanseeanincreaseof9%ofblackfemalemanagersonaverage(Dobbin&Kalev,2016).

Recruitment
Whenitcomestorecruitingqualifiedfemalecandidates,organizationsmustensurethathiringand
promotionalpracticesareconsistentandfair(Burrell,2019).Effectivefemalerecruitingmustbegin
withproperlytrainingrecruitmentprofessionalsonimplementingmoreinclusivestrategies(Moritz
&Karve,2017).Firstandforemost,companyrecruitersmustexamineandremoveanysubconscious
biasesthatmaystandinthewayofembracinginclusivenessanddiversityinhiringpractices(Barry,
2018).Theymustbetaughtthatrecruiting,hiring,andretainingwomenisanessentialgoalforthe
organization,andeachmemberoftheteammustsharethisvision(Charlton,2012).

Jobdescriptionsshouldbereviewedforlanguagethatmayindicategender-bias,andwhenever
possible,thestereotypicallanguageshouldbechanged(Burrell,2019).Inthearticle“Recruitand
RetainWomenintheWorkforce,”SamiL.Barry(2018)shares,“Whengender-biasedlanguageis
removedfromjobpostings,statisticsshowtheapplicantpool typically increasesby42percent.”
Interviewersandinterviewpanelsmustdemonstratediversitybyincludingfemalemembers,resulting
inamorewelcomingsettingforallcandidates(Burrell,2019).

To reach higher numbers of qualified female candidates, organizations must “spread their
recruitingnet”(Charlton,2012).Companiesneedtofocusonreachingwomenwherewomenare,
namelywomen’scolleges,women’sphilanthropicorganizations,socialmediaplatforms,andwomen’s
networkingorganizationsandcareerwebsites(Burrell,2019).

Finally,anenticingwaytorecruitqualifiedwomentobecomeapartofanycompany’sworkforce
istoofferbenefitsandflexibilityto“fitworkintotheirlives”(Thomasetal.,2018).Robbinsand
Judge(2017)supportthisideathroughtheuseofflexiblebenefits,aplanthatallowsemployeesto
puttogetherabenefitspackagethatmorepreciselymeetshisorherownneedsandpersonalsituation
(p.133).Whenmakingacareerchoice,havinganarrayofbenefitoptionsthatmorepersonallyfit
afemalecandidate’slifestyleandneedsmaybethedecidingfactorinchoosinganorganizationto
becomeapartofandmayalsohelptoretainvaluedemployees(Burrell,2019).
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development
Organizationsmustnotrestoncetheysuccessfullyputintoplaceacultureofinclusionandsuccessful
recruitment strategies (Burrell, 2019). To sustain the culture of valuing gender diversity in the
workplace,companiesmustalsofocusonthecontinuousdevelopmentoffemaleemployees(Burrell,
2019).Organizationscannotonlystrivetohirewomen;theymustalsolooktopromoteanddevelop
womenforleadershiproles(Burrell,2019).Companiesmustendeavortofindnotonlyexperienced
candidatesbutalsopotentialgrowthwithintheirnewhiresandcurrentemployees(Burrell,2019).

Employingadiversifiedleadershipteamissignificantbecauseitdemonstratestotalentedwomen
thattheorganizationisaplacewhereopportunitiestoadvancetohigh-levelpositionsareavailable
(Burrell,2019).Therefore,structureddevelopmentandmentorshipprogramsarevitalinbuilding
leadershipskillsandcharacteristicsinfemaleemployees(Burrell,2019).

Angela Grosvenor (2017), author of the article “Time to Get with It: Creating Successful
Women’sLeadershipPrograms,”outlinesmultiplebenefitsofimplementingawomen’sleadership
developmentprogramwithinanyorganization.First,byconfronting thegendergapandmaking
effortstoappealtoandretainfemaletalentthroughleadershipdevelopmentprograms,companies
willbebetterpreparedtotakeadvantageofalargerpoolofemergingleaders(Grosvenor,2017).
Secondly,havingwomenintopleadershippositionscanmeanamorediverseteamofleaderswith
differentperspectiveswhocancontributenewideas(Grosvenor,2017).Third,havingbothmenand
womeninleadershiphelpsorganizationsreflectthecustomersserved,givingamorewell-rounded
perspectiveandleadingtoincreasedsalesandcompanygrowth(Grosvenor,2017).Last,andpossibly
mostimportant,organizationsthatcreateacultureofequalopportunityanddiversityarebetterable
toattract,retain,andmotivatethemostqualifiedindividuals(Grosvenor,2017).

Thebenefitsofdevelopingleadershipprogramsforwomenareclear,butwhatshouldbetheir
focus?Aswithmanyleadershipdevelopmentprograms,traditionaltopicsshouldbecovered,including
strategic thinking, delegation, team-building, emotional intelligence, and communication skills
(Grosvenor,2017).Inadditiontothetriedandtruethemes,thefollowingsubjectstendtobeveryuseful
andrelevantforwomenseekingleadershippositions:enhancingpersonalinfluenceintheorganization,
essentialskillsmatchedtoleadershipchallenges,theartofnegotiation,conflictmanagement,and
resolution,andimprovementofbusinessacumenspecificallyfocusedonfinancialmonitoringand
reporting,goalsetting,talentmanagement,andevaluation(Grosvenor,2017).Developingallleaders
fromallgendersisessentialintheworkplace,butgenderdiversityandinclusionrequiresemphasis
(Burrell,2019).Organizationsmustdevotetime,personnel,andresourcestotheimplementationof
innovativewomen’sleadershipdevelopmentprograms(Burrell,2019).

Organizationsshouldalsoconsiderimplementingmentorshipprogramsaspartoftheleadership
developmentprocessoffemaleemployees(Burrell,2019).Mentors,asdefinedbyRobbinsand
Judge(2017),aresenioremployeeswhosponsorandsupportalessexperiencedcolleague(p.203).
Mentorshipsaremorepersonalizedrelationshipsbetweenemployeesthatservebothcareerand
psychosocialfunctions(Robbins&Judge,2017,p.203).Successfulmentorsarerolemodelsfor
theirprotégés.Theyintroduceideas,aregoodlisteners,andempathize(Robbins&Judge,2017,
p.203).Mentorshipprogramsareofgreatbenefittoinclusiveculturesbecausetheyemphasize
integrity and collaboration and encourage support resulting in an environment where all may
achievetheirpotential(Coy,2017).

Mentorshipprogramsarealsoanexcellentwaytocultivatethetalentandskillsalreadyavailable
withintheorganization(Burrell,2019).Pairingupnewhireswithhigher-levelexecutivescanbe
awin-winforbothsidesofthepartnership(Burrell,2019).Buildingleaders,byexample,isvital
(Burrell,2019).MoritzandKarve(2017),inthearticle“5StrategiesforFinding-and-Keeping-Female
Talent”,sharethatalargepercentageofwomen,whenasked,saytheyconsiderpositiverolemodels
whendecidingtoacceptapositionwithanemployer.

Inconclusion,womenleadershaveavitalroletoplaybycreatingequalityatthetop,inspiring
otherwomen,andhelpingthemtoreachtheirfullpotential(Moritz&Karve,2017).Theevidence
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isclear.Aninvestmentinbothcompany-wideprogramsandmentorshipopportunitiestotrainand
preparewomenforleadershippositionsisessentialwhenitcomestoincreasingthenumberofwomen
inleadershiproles(Burrell,2019).

Gender Pay Gap
Thegenderpaygapisstillanessentialcomponenttoexploringhowtohire,train,andpromotewomen
inITandautomationfields.Thegenderpaygapisthedifferencebetweentheaveragewageofallmen
andallwomen,regardlessofjobtypeoremployeeseniority(O’Neill,2019).In2019,womenwere
stillonlyearning79centsforeverydollarearnedbymen,andwomentendtobeoverrepresented
inlower-payingfieldslikehomehealthcareandunderrepresentedinhigher-payingfieldssuchas
computerscience(GenderPayGapRatios,2019).Computerscienceisgrosslydominatedbymen
whooccupy76%ofallpositionsmaking thefemalerepresentationabout24%(GenderPayGap
Ratios,2019).Beingsosignificantlyoutnumbered,womenmayfocusonjobsecurityratherthan
salarynegotiation.Dawson(2017)positedthatitwasstandardbehaviorforwomennottonegotiate
theirsalary.Womencanappeartobecontentwithmakinglessforseveralreasons,andingrossly
underrepresentedindustries,theymayhaveimpostersyndrome.“Impostorisapsychologicalpattern
inwhichonedoubtsone’saccomplishmentsandhasapersistentinternalizedfearofbeingexposed
asafraud”(Langford,Clance,Pauline,1993).Impostersyndromeistheideathatyouarenotgood
enoughtobeinapositionofpowerorthatyoudonotmeasureuptoothers,whichismorelikely
toaffectwomenthanmen,especiallyinthetechnologyandautomationfields(Mullangi&Jagsi,
2019).Whenwomenexperienceimpostersyndrome,itcancausetheircareerstostagnate(Mullangi
&Jagsi,2019).Womenmaynotgoafterhigher-paying internalorexternalpositions,making it
harderforcompaniestofindexecutive-levelfemaleleadership(Mullangi&Jagsi,2019).Whenmore
womenoccupyunderrepresentedroles,suchasinITandautomation,theirfeelingsofinadequacy
may improve because more female-to-female mentorship opportunities can occur (Mullangi &
Jagsi,2019).RobbinsandJudge(2017)articulatedthattherearenumerousbenefitsofmentorship
intheshapingoffuturefemaleleadersthroughthedevelopmentofhealthyculturesthatvalueand
acknowledgethetalents,expertise,andaccomplishmentsofwomen.Theseareorganizationalcultures
wherewomenarevisibleinsignificantprojectsandjobroleswheretheybecomeinspirationalrole
modelsforotherwomen(Burrell,2019).

Gender Pay disparities
Industriesthatcanunionizehaveasmallergapinpaybetweengenders.Still,womenarelesslikely
tobeinunionrolesmakingthedisparitybetweenunionizedmalesandununionizedfemalesthe
greatestofall(Meara,Pastore&Webster,2020).Womenintechnologyandautomationaregrossly
underpaidcomparedtotheirmalecounterparts(Taylor,2019).Yet,theyalsorarelyprogressto
thesamelevelsofstatureandresponsibility,makingvalidcomparisonsdifficult(Taylor,2019).
AccordingtoastudydonebytherecruitmentfirmHired,morethanhalfofallwomeninthetech
fieldearnlessthantheirmalecounterparts,and16%mademorethan$20,000lessthanmenwith
thesameposition(Taylor,2019).IntheUnitedStates,thegenderpaygaphoversataround3%,
butLatinAmericanwomen in techare themostunderpaidcompared tomennationallyat9%
lessthanWhitemales.Oddlysomeofthebiggesthubsfortechnologyandbusinessautomation,
whichincludeNewYorkCity,Seattle,andLosAngeles,havemoresignificantgenderpaygaps
thanthenationalaveragewith9%overall(Taylor,2019).Adjustingthegenderpaygapisasmuch
astatewideissueasitisanationwideone(Taylor,2019).

AccordingtoDawson(2018),thereareunderlyingpsychologicaldifferencesinmenandwomen
thatcontributetothepaygap.Forexample,womenoftenfocusonjobflexibility.Incontrast,men
usuallyfocussolelyonpay,andwomenaremorerisk-aversecomparedtomen,oftennotgoingafter
competitivepositionsandtakinglesspayasaresult(Dawson,2018).Womenusuallystayintheir
roles rather than scale the ladder to executive-level leadershippartlybecause somewomen lack
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confidenceandunderestimatetheirabilitiesmakingthemcomplacentandgenerallysatisfiedwith
thepaydifferences(Dawson,2017).Womenoftenstagnateintheirroles,butiftheydonotsearch
fornewjobsoraskforapromotion,theycannotimproveupontheirpay.Dawson(2018)alsofound
ina2017studythatmenoftenoverestimatedtheirabilities,andwomenunderestimatedtheirs,which
prevents thepaygap frombecomingsignificantly smaller.Onestrategyemployerscanuse is to
activelypromotewomenfromlowerranksintohigherexecutivelevelsratherthanwaitforthemto
applysincetheymayneverevenseekthesepositions(Dawson,2017).

Whencompaniesaretransparentabouttheirgenderpaygap,theyseethedifferenceclosemore
aggressively,andcompaniesthataresubjecttoaregulationthatforcesthemtodisclosewagesare
morelikelytohireandpromotemorewomen(Bennedsen,Simintzi,Tsoutsoura,&Wolfexnon,2019).
Transparencyinsalariesisbeneficialtotheequalityofwomenandminoritywomenintheworkplace,
butitisnottheonlywaytoclosethegenderpaygap.Fightinggenderbiasisamajorcontributing
factortoimprovingpaydifferences,andpromotingacultureofmentorshipfromfemaleaswellas
maleemployeescanalsohelp(Whyclosingthegenderpaygapmatters,n.d.).Makingthesechanges
isnotaseasyasitinvolveschangingcompanyculture.Still,whencompanieschangetheirculture,
theyshifttheirfocustoamoreequality-drivenworkplacethatcanreapthenumerousbenefitsofa
diverseworkforce(Cole,Burrell&Springs,2020).

Retention
Oncetheorganizationalculture,recruitment,anddevelopmentpracticesarefirmlyinplacetosupport
andpromotewomenintoleadershiproles,thequestionremains;whatstepsshouldcompaniestake
to retain these valuable employees? To adequately address the problem, organizations need to
recognize,asSallyBlount(2017)explains,the“pivotpoints”ordecisionpointswherewomenface
uniqueissuesthatmayresultinsomehigh-potentialwomenmakingtrade-offsaffectingthepotential
upwardmobilityintheircareers.Byfindingwaystosupportfemaleemployeesthroughthesepivot
points,employersmaybeabletoincreasethelikelihoodofretentionandflowintoseniorleadership
positions(Blount,2017).

Thefirstpivotpoint,asBlount(2017)describesit,isTheLaunch.Atthebeginningoftheir
careers,femalecollegegraduatestendtoearnlessthantheirmalecounterparts;specifically,studies
showthatonaverage,womenearnabout80%ofwhattheirmalepeersdo(Blount,2017).Also,young
womenstartingintheworkforceareoftenmoreexposedtothenegativestereotypesofnotfeeling
“asqualified”as theirmalecolleagues,possiblyleadingtothedecisiontoabandontheircurrent
careerpath(Blount,2017).Tocombattheseproblems,itiscrucialfororganizationstoupholdthe
cultureofgenderdiversityandinclusion,beinconstantreviewofthemeasurablemetricsinplace
tocombatpaydisparities,andhavefemalerolemodelsinuppermanagementwhocandemonstrate
ameaningfulcareerinbusiness(Burrell,2019).

Blount (2017) calls the second pivot point The Mid-career Marathon. During the Mid-
careerMarathon,womenhavemovedintoatimeoftheirliveswhererelationshipandcaregiving
responsibilitiescomeintosignificantfocus.Whetherbychoiceorbynecessity,Blount(2017)shares
thatstudiesfindwomentypicallypickupmoreoftheburdensformeetingtheirfamily’sgrowing
needs,sometimesleadingtoadecisiontostepawayfromtheirdevelopingcareers.Topreventthis
fromhappening,employersmustofferamoretailoredsuiteofbenefits,includingflexibleworking
hours,jobsharecapabilities,anduntraditionalcareerpaths(Burrell,2019).Careertransitionperiods,
suchasthispivotpoint,offeranoptimalphaseinwhichtoutilizementoringprogramstoassistmid-
careerwomeninnavigatingthestresswhilesustainingprofessionalgoals(Burrell,2019).

ThefinalpivotpointintroducedbyBlount(2017)isTheExecutiveTransition.Womenwhohave
arrivedatthispivotpointhavesuccessfullymadeitthroughtheLaunchandMid-careerMarathon
andareonthehorizonoftransitioningintotopleadershiproles,buteitherbychanceorbychoice,
manyof thesewomennever leap(Blount,2017).Usually, if thefailure to transitionisnotmade
bychance,itisbecauseof,onceagain,sometypeofinternalbiasthatispreventingthepromotion
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(Blount,2017).Ifthefailuretotransitionisnotmadeduetopersonalchoice,itislikelybecauseshe
hasdeterminedtherewardisnolongeramotivatingfactor.Forhighlysuccessfulwomentomovepast
thispoint,theremustbeacombinationofpropermotivationandopportunity(Blount,2017).Having
ahealthyorganizationalcultureisacriticalaspectofemployeeretentionandjobsatisfaction(Burrell,
2019).Organizationsmuststayvigilantandaccountableforgenderdiversitygoalsandelimination
ofunderlyingbiasedpractices,alongwithmaintainingfocusoncareerdevelopmentopportunities
andcoaching(Burrell,2019).

Theprocess for creating an increasedpipeline for employing and retaininghighlyqualified
womenwithinanorganizationbeginswitheverynewhire(Burrell,2019).Companiesmusthavea
thrivinggender-inclusiveculture,mentoring,anddevelopmentprogramstooffersupport,flexibilityin
careerpathways,andmotivatingfactorsguidingskilledwomentogenuineopportunitiesinachieving
leadershippositions(Burrell,2019).

CONCLUSION

Acriticalpartofaddressingtheseissuesincludesengaginginvariouslevelsofassessment(Cole,
Burrell&Springs,2020).Thisassessmentconsistsofcomparingthenumberoffemaleemployees
inthedepartmentwiththepopulationofwomeninthecommunityandtheoverallpopulationinthe
cityinwaysthatalsoexaminedataaboutwomenofdifferentracesandethnicbackgrounds.Another
partof theassessmentprocess includeslookingat thepercentageofwomeninmanagementand
comparingthattotheoverallpopulationofwomenintheorganization.Logicwouldassume,for
example,if20%oftheemployeesarewomen,then20%ofthemanagersarewomen.Thisassessment
focusisonensuringthatnumbersareinproportion.Thefinalelementoftheassessmentprocess
includeshavingwomenemployeesorallemployeesengaginginaworkplaceclimateorworkplace
assessmentsurveyliketheonebelow(Cole,Burrell&Springs,2020).

Burrell Valued diversity equity and Civil Workplace Assessment Survey (2016)
Areyou?Pleasecheckthecorrectbox

Male___orFemale__

Usingthe5-pointscalebelow,rateeachquestionbasedonyourorganization’slevelofengagement:

5=Frequentlevel
4=Reasonablelevel
3=Fairlevel
2=Infrequentlevel
1=Never

1. Towhatextentdoyoufeelthataclearandopenlypublicizedmissionstatementregardingequity
andinclusionregardingculture,gender,race,religion,nationalorigin,age,socioeconomicstatus,
anddisability?

2. Towhatextentdoyoufeelthatyourorganization’scultureandsupervisorssupportyouinterms
ofyourabilitytobeopenandhonestaboutyourculture,gender,race,religion,nationalorigin,
age,socioeconomicstatus,anddisability(ifrelevant)?

3. Towhatextentdoyoufeel thatyourmanagementandorganizational leadershiphasazero-
toleranceapproachtoconcernsandissuesrelatedtooffensestowardsothersaroundbullying,
harassment,discrimination,andprejudiceregardingyourculture,gender,race,religion,national
origin,age,socioeconomicstatus,anddisability(ifrelevant)?
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4. Towhatextentdoyoufeelthatthesupervisorsandorganizationhavepolicies,setsconsistent
expectations,rules,andconsequencesagainstbehaviorsthatarenon-biasedregardingculture,
gender,race,religion,nationalorigin,age,socioeconomicstatus,anddisability?

5. Towhatextentdoyoufeelthattasks,visibleprojectleadershiproles,andsignificanttrainingand
professionaldevelopmentopportunitiesaredistributedequitablybysupervisorswithoutregard
togender,race,nationalorigin,ordisability?

6. Towhatextentdoyoufeelthatyoursupervisorsandorganizationalleadershipshowauthentic
concernagainst theuseofnon-biasedverbalandnonverbal languagebyemployees in the
organization regarding culture, gender, race, religion, national origin, age, socioeconomic
status,anddisability?

7. Towhatextentdoyoursupervisorsandorganizationalleadershipencourageanorganizational
environmentwherecommonalitiesareappreciated,anddifferencesareunderstoodandvalued
regardingculture,gender,race,religion,nationalorigin,age,socioeconomicstatus,anddisability?

8. Towhatextentdoyoufeelthatthebehaviorsandactionsofyourco-workerstowardsyoumatch
withthewrittenvaluesandmissionoftheorganizationarounddiversity,equity,inclusion?

9. Towhatextentdoyoufeelthattheorganizationalpoliciesarerelevantandfairasitrelatesto
someoneofyourculture,gender,race,religion,nationalorigin,age,socioeconomicstatus,and
disability(ifrelevant)?

10.Towhatdegreedoyoufeelthatorganizationalleadersareengagedinauthenticactions,policies,
andinitiativestoensurehighlyqualifiedmembersdifferentcultures,genders,races,religions,
ethnicbackgrounds,ordisabilitiesdistributedequitablyorconstructivelyrepresentedacrossthe
variousjobclassificationsfrommanagementtotechnicalstaffpositions.

Scoring Scale Burrell Valued diversity equity and Civil 
Workplace Assessment Survey (Table 1)
Thedaysoffillinggenderdisparitiesintheworkplacebyhiringoneortwoqualifiedfemalestofill
integralroleswithinanorganizationhavecomeandgone(Burrell,2019).Employersmustmake
gender diversity and inclusion a real business priority (Burrell, 2019). This begins with setting
specificgoalsandholdingleadersaccountableforresults.Itrequiresclosinggendergapsinhiring

Table 1. Score results

41–50points
Itseemsextremelylikelythatdiversepersonnel,thoseofdifferentcultures,genders,races,
religions,ethnicbackgrounds,ordisabilities,intheorganizationfeelmuchrespectedandhighly
valuedintheorganizationalculturebyboththeirmanagementandtheirco-workers.

31–40points
Itseemsverylikelythatdiversepersonnel,thoseofdifferentcultures,genders,races,religions,
ethnicbackgrounds,ordisabilities,feelrespectedandvaluedtoacertaindegreeinthe
organizationalculturebyboththeirmanagementandtheirco-workers.

21–30points
Itseemssomewhatlikelythatdiversepersonnel,thoseofdifferentcultures,genders,races,
religions,ethnicbackgrounds,ordisabilities,feelmarginallyrespectedandvaluedinthe
organizationalculturebyboththeirmanagementandtheirco-workers.

11–20points

Itseemsminimallylikelythattheprevailingfeelingonthepartofdiversepersonnel,thoseof
differentcultures,genders,races,religions,ethnicbackgrounds,ordisabilities,isthattheir
expertiseandworkcontributionsarenotrespectedandvaluedintheorganizationalcultureby
boththeirmanagementandtheirco-workers.

0–10points

Diverseemployeeslikelyhaveadversefeelingsaboutworkplacecivility,workplaceculture,
management,andco-workersintermsofrespectfulbehaviors,values,policies,andprocedures
regardingdifferentcultures,genders,races,religions,ethnicbackgrounds,ordisabilities.
In2016byDarrellNormanBurrelldevelopedanorganizationalprocessasaresultofresearch
doneinconjunctionwithagraduatecapstoneprojectatClaremontLincolnUniversity.
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andpromotions, includingdecisionsmade early in thepipelinewhenmany talentedwomenare
oftenoverlooked,anditmeansemployersmusttakebolderstepstocreaterespectfulandinclusive
workplaces(Thomasetal.,2018).

Studies have repeatedly shown that significant impacts can be made by employing and
retaininghighlyskilledwomen(Burrell,2019).Barry(2018)supportsthistheorybysharing
surveyresultsfromthePetersonInstituteforInternationalEconomics,whichsurmisedhaving
morefemaleleadersinhighlevelsofcorporatemanagementcorrelateswithincreasedprofitability.
Therefore, one can undoubtedly conclude closing the corporate gender gap is not a fleeting
thought;itisaneconomicnecessity(Thomasetal.,2018).RachelThomasetal.(2018)beautifully
summarizestheimportanceofgenderdiversityintheworkplacebysaying,“Programsandpolicies
designedtoreducebiasandensurefairnessdon’tjustbenefitwomen.Theybenefiteveryone.In
thebestworkplaces,themosttalentedpeoplecanrise,nomatterwhotheyare.Thatshouldbe
theexpectationforeveryworkplace,everywhere.”

Areas of Future Research
Severalpossiblecomponentsholdwomenbackfromattainingleadershippositionsininformation
technologyandcomputerscience.Yet,thereisverylittleresearchthathasinvestigatedwhatthose
componentsareatvariousstagesofcareer,includingentry-level,mid-career,andsenior-level(Burrell,
2019). It isassumed that the lackof femaleexecutive leadership iscumulativeand incremental,
resulting in women dropping out of the technology industry at different points (Ahuja, 2002).
Uncoveringthepsychological,cultural,socio-economic,andsocietalreasonswhywomendropout
oftheITandautomationfieldswouldbebeneficialtounderstandingthelivedexperienceofwomen
makingthesechoices(Burrell,2019).

Furthermore,astudythatseekstounderstandhowcareerpersistenceandcareeradvancement
affecttheoutcomeoffindingexecutive-levelleadershippositionsforwomenwouldbenefitthequest
forknowledgeinthistopicarea.Theperspectivesoffemaleleadersneedtobeheardtounderstand
thecriticalcomponentsofcareerattritionandretentionandthereasonswhycertainfemaleshave
progressedtothec-levelsuite.Additionally,questionscouldbeaskedinanopen-endedsurveythat
wouldseektofindoutifeachwomanfeltshewaspaidfairlyforherposition,ifshewasinadesirable
joborifshefeltstagnatedandwhy.

AnotherstudythatwouldbenefittheunderstandingofgenderdisparityinITwouldbetoconduct
acasestudyinvolvingoneITindustryleader’sattempttoincreasefemaleleadershipthroughmentoring
andprofessionaldevelopmentforwomen,suchasleadershiptrainingorotherprogramming,which
couldprovideusefulstatisticaldataontheoutcomeofsuchinitiativesinIT.Additionally,ameta-
analysisorquantitativestudyshouldbedonetoinvestigatedataonfemaleleaders’careerprogression,
educationattainment,decisions,andtimingsofstartingafamilyanddemographicinformationsuch
asdetailsabouthersupportsystem,herparents’economicstatus,andherparents’educationlevel.

Inconclusion, although there is avast amountof researchdoneon thegenderpaygapand
someissuesofinequality,thereisstillmoreworktobedone,especiallyingrosslyunderrepresented
industriessuchascomputerscience,engineering,andarchitecture.
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