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The objective of this research was to pinpoint the key
gaps and obstacles that deter women from
participating in the technology sector and to outline
strategies for empowering women at various stages
of tech labor market maturity.

Additionally, given the significance of artificial
intelligence (Al) within the tech landscape, this study
also explores women's interactions with Al
technology, including their interest in engaging with
it and the challenges they face.

A comprehensive quantitative survey was
conducted across 13 countries, targeting women at
different points in their tech careers: those with

existing experience in the sector as well as those who
are either at the outset of their tech careers or are
contemplating entering the field.
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5 475 participants

Research demographics

18-24 754 14%
25- 34 1097 20%
35-44 1203 22%
45-54 1092 20%
55-64 848 15%
65+ 48] 9%

City 3293 60%
Rural area 2182 40%

The Power Hub for Women in Tech

Secondary school 1458 26,5%
Bachelor's Degree 1394 25,5%
Master's Degree 1314 24%
Professional school 1228 22,4%
Doctorate 81 1,5%
Student 450 8%
Employee 3445 60%
Business owner 221 4%
Freelancer 336 6%
Unemployed 579 10%
Retired 650 N%

*multiple choice was allow when answering occupation question, thus, the total number of answers

is higher than total number of respondents

Experienced
talents

Women who have worked in the
tech sector for more than 2 years

Tech sector
novice

Women who have worked in the
tech sector for less than 2 years

Interested in
tech careers

Women who are considering
work in tech sector

Not Interested in
tech careers

Women who do not work and do
not consider work in tech sector
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EXECUTIVE SUMMARY

A JOURNEY IN PROGRESS

From the first glance, the tech industry seems to have made a fair amount of progress in

being welcoming and accessible to women talent, however, a closer look reveals some further

obstacles to career progression as well as deeper attitudes and perceptions that might

diminish talent chances of achieving their full potential in tech.

-~

SELF-EVALUATION

There is a considerable gap between how
women who have different relationships to
the tech industry self-reflect on their tech-
related skills. An alarming number of
general female audience reports lack of
confidence in their skills, and this
percentage becomes twice smaller in the
group of women who are interested in a
tech career.

1/4 cross both experienced and fresh talent
groups do not feel entirely comfortable
regarding general technology usage.

~

-~

~

MENTORSHIP IMPORTANCE

While many women engage in tech skills-
related activities like online courses and
coding schools, career advancement in the
tech sector still has room for growth. Though
development opportunities exist, there's a
clear lack of mentorship programs tailored
to women, and regular constructive
feedback is often missing. Experts
emphasize mentorship and sponsorship as
key for career growth, yet these
opportunities are rare for women,
highlighting the need for stronger support
from management and colleagues to
promote inclusivity and advancement in the
sector.

CHANGE OF PRIORITIES

Women have short-term plans to gain
experience on how to build a tech
business, but a reduced number of
participants show long-term eagerness to
build a product or create a business with
experienced talent being more
discouraged than fresh to pursue these
goals.
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EXECUTIVE SUMMARY

A JOURNEY IN PROGRESS

From the first glance, the tech industry seems to have made a fair amount of progress in

being welcoming and accessible to women talent, however, a closer look reveals some further

obstacles to career progression as well as deeper attitudes and perceptions that might

diminish talent chances of achieving their full potential in tech.

-

HIDDEN ATTITUDES

There is evidence that even though the
tech sector work environment is
considered safe and welcoming,
stereotypes in workplace might result in
self-doubt and influence perceived
chances of further career success.

The perceived difficulties in achieving
work and life balance and succeeding as
an older employee is related to
perception that men have more career
opportunities than women do. These two
areas can be focused on in order to
improve the attitudes and realities of
women progressing in a tech company.

~

-

NEXT PRIORITIES

Career progression is an drea that is
generally evaluated positively, but it is also
seen as one of the areas where additional
focus and change would be welcome.

There is a generally positive sentiment
regarding tech sector work environment,
but there is a lack of measures that allow
women to smoothly progress with their
careers.

~

WHO SHOULD ACT?

There is a general consensus that
governments should do a lot more to
attract more women to the tech sector as
the educational opportunities are already
in place yet women still indicate there is
not enough quality job opportunities and
there is still a raising issue of unequal pay.
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This section explores how Ukrainian women, amidst the challenges
of war, are integrating into the value-added sector in the CEE region.
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Talent
Insights

In this section, we explore the career ambitions and challenges experienced by women in the
tech industry. We highlight the varying engagement levels across age groups and regions,
the confidence gap in tech-related skills, and the career aspirations of both novice and
experienced talents. Additionally, we examine the growing interest in fields such as data
science and cybersecurity, while noting the continued lack of appeal in coding-focused roles.

The Power Hub for Women in Tech CEE region 13 countries 5 200+ participants 40 experts



Previous
experience

Online training courses are more popular
among younger age groups. Their participation
is overall larger in most initiatives, except for
participation in Women in tech sector meet-
ups, which increases with age.

Generally, there is a lower participation in rural
areas, except for Online training courses, where
the numbers almost catch up with those living
in cities.

There is a significant difference in experienced
women padrticipation in workshops and
conferences, with city residents participating
twice as much as rural residents.

The Power Hub for Women in Tech

38%

2%

WOMEN
GO TECH

Of all respondents haven't participated Of all respondents have tried more than

in any of tech skills related activities

Total number of respondents per category

one type of tech skills related activities

Online upskilling 485
courses 856

Coding and tech
training schools

243
Mentorship m5]96
A career in tech 145
sector guidance courses 242

Internships or
apprenticeships 136
in tech companies 170
Conferences for women 100
in the tech sector 163

Workshops for women 131
in the tech sector

226
M Experienced

90
143 M Fresh

Women in the
tech sector meet-ups

Top participation of fresh talents:

01: Online upskilling courses

02: Coding and tech training schools
03: A career in tech sector guidance

04: Workshops for women in tech sector
05: Mentorship

Top participation of experienced
talents:

01: Online upskilling courses

02: Coding and tech training schools

03: Mentorship

04: A career in tech sector guidance

05: Internships or apprenticeships in tech

companies
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Initiative Participation by Group

Experienced Fresh

36%

Of all respondents haven’t participated
in any of tech skills related activities

3%

Of all respondents have participatedin1
tech skills related activities

21%

Of all respondents have participated
more than1tech skills related activities

The Power Hub for Women in Tech

38%

Of all respondents haven’t participated
in any of tech skills related activities

40%

Of all respondents have participated in1
tech skills related activities

2%

Of all respondents have participated
more than1tech skills related activities

COUNTRIES WITH BIGGEST
PARTICIPATION

Poland (78%)
Romania (69%)
Bulgaria (68%)

AVERAGE PARTICIPATION

Hungary (64%)
Slovakia (63%)
Croatia (63%)

ROOM TO GROW

Austria (61%)
Ukraine (60%)
Slovenia (60%)
Latvia (59%)
Lithuania (58%)
Czechia (56%)
Estonia (51%)




WOMEN

Initiative Participation by Country 6o TECH

Have you participated in any initiatives or programmes for women to enter or upskill for tech sector jobs? (Percentage from total respondents per country, %)

85%

80% 78.3%

75%
70% 69.0% 68.3%
65% 63.7%
------------------------------------------------------- 62.7%
o 59.3% ®
. 58.1%
56.3%
55%
51.2%
50%
45%
40%

Poland Romania Bulgaria Hungary Slovakia Croatia  Austria  Ukraine Slovenia Latvia Lithuania Czechia Estonia
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Percentage from fresh talent and experienced talent groups, %
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WOMEN

Talent gculs GO TECH

Percentage from fresh talent and experienced talent groups, %

SHORT - TERM LONG - TERM

60.0

Both fresh tech talents who are just starting
50.0 their career as well as women with more
experience mostly have specialist career
ambition which should come with clear
progression ladder and compensation.
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Talent gculs GO TECH

Percentage from fresh talent and experienced talent groups, %

the tech sector current employer promotion/raise one’s own business position
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Tech skills self-evaluation

How would you rate your level of comfort and skill with using digital technologies (such as computers, smartphones, and the internet)?
(total percentages from different respondent groups, %)

WOMEN
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Experienced
talents

Advanced . 10.0

contributor

comfortaic | >

Somewhat - 16.2

comfortable

Not . 8.9

comfortable

25%

The Power Hub for Women in Tech

Tech sector

novice

o -

-

-

27%

Interested in
tech careers

W

Not Interested
in tech careers

I33

44.2

24.9

21%
- L

40%

15.2




How would you rate your level of comfort and skill with using digital technologies (such as computers, smartphones, and the internet)?

(total percentages from different respondent groups, %)

Experienced
talents

Advanced
contributor

Comfortable

Tech sector
novice

Interested in
tech careers

B

Not Interested
in tech careers

Somewhat
comfortable

Not
comfortable

- 13.9
21%

g -

40%
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There is a considerable gap between how women who have
different relation to the tech industry self-reflect on their
tech-related skills. The alarming number of general women
audience report lack of confidence in their skills and this
percentage becomes twice smaller in a group of women
who are interested in tech career.




How would you rate your level of comfort and skill with using digital technologies (such as computers, smartphones, and the internet)?
(total percentages from different respondent groups, %)

Experienced Tech sector Interested in Not Interested
talents novice tech careers in tech careers

Advanced . 10.0 . 10.6

contributor

Somewhat - 16.2 - 15.5

comfortable 2 5% 27%
Not . 8.9 - 1.6

comfortable

regarding general technology usage across both experienced and

I What is most surprising is that 1/4 do not feel entirely comfortable
® fresh talent groups.

It would be hard to believe that specialists would find their general
tech skills lacking, so it is important to consider how factors like low
confidence, lack of encouragement or access to education might also

influence someone's interest.
The Power Hub for Women in Tech



Which of the following tech sector jobs are you currently interested in? (total percentages from different respondent groups, %)

Experienced
talents

Data science and analysis 22,10%

Quality Assurance 21.15%

Tech sector
novice

Data science and analysis 30,98%

Quality Assurance 28,68%

| have not decided yet 21.02% —————--——-——- e Cybersecurity _ 19.70%

| |
L

" project management | 1532 - 7 project management N 19-19°%
I |
L

Production engineering _ 14.24% === T S — | have not decided yet _ 17.66%
.
[
[
[
|
[

Cybersecurity _ 3% oo Production engineering - 10.64%
UX/uUl 6.31% Ty Back-end development - 9.96%

Back-end development

5 O
N
&
32

Front-end development
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——————————————————— Front-end development

8.64%

8.51%



Which of the following tech sector jobs are you currently interested in? (total percentages from different respondent groups, %)

Experienced Tech sector
talents novice

Data science and analysis Data science and analysis 30,98%

21.15% - ———————— - Quality Assurance _ 28,68%

Quality Assurance

| have not decided yet 2M.02% ———————————————- :

popular career choices both for experienced
talents and tech sector novice. Popularity of data
science among women can be influenced by
generally increasing awareness and need of
experts in data field due to increasing data driven
approach in all fields. The increasing trend of data
sclence can bg SlaEinEe glso e t.he |ncr'e0|sed Interestingly, indecisiveness of career path is
number of novice talents interested in the field higher among experienced talents who are

compared to experienced ones. already working in tech sector compared to tech
sector novices. Higher decisiveness among novice
talents could be influenced by increased
accessibility of tech sector related education and
requalification programs.

|
|
|
|
Data science and quality assurance are the most |
|
|
|
|
|

e | have not decided yet 17.66%

The Power Hub for Women in Tech




Which of the following tech sector jobs are you currently interested in? (total percentages from different respondent groups, %)

Experienced Tech sector
talents novice

(oo ooooooooooooo—— Cybersecurity _ 19.70%
|
|

IT project management _ 156.32%--—————————— - i ——————————————————— IT project management _ 19.19%
|
|

Production engineering _ 14.24% - :L—.
!

Product Ownership - Product Ownership 14.85%

Cybersecurity

Production engineering 10.64%

Anincreased interest in cybersecurity among tech
sector novice is observed compared to
experienced talents. Cybersecurity has been an
uprising topic both globally and among countries
within the region due to increasing geopolitical
tension.

The Power Hub for Women in Tech



Which of the following tech sector jobs are you currently interested in? (total percentages from different respondent groups, %)

Experienced

talents

Job options requiring hard coding skills are among
the least attractive to both experienced and novice
women talent, contributing to persistent barriers in
the field. However, this may also be influenced by the
observed lower demand for front-end and back-end
developers in the market.

Tech sector
novice

i
|
Back-end development - 6.24% -~~~ —— = J:r ——————————————————— Front-end development - 8.64%
|
|
|

Front-end development - 5.69%

The Power Hub for Women in Tech
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FOCUS
Aredas

This section explores the state of women in the tech industry, emphasizing key areas for
improvement, such as the insufficient efforts by companies to make it welcoming to
women and the lack of mentorship programs. It also examines women's views on tech
education and the government'’s role in this matter.

The Power Hub for Women in Tech CEE region 13 countries 5 200+ participants 40 experts



WOMEN
Average per country, scale 1-5 GO TECH

0] 3.60
3.50

Country
° 3.40
readiness to 5,30
enable women 3.20

3.10

intech 500

2.90

Speed of change (visible change in

Areas for ihelast 5 yoerd)
improvement Enough quality tech jobs

The stereotype that women are not
capable of working in the tech sector
absence

Equal access to technological
education for men and women

Students’ preparation for a future
careerin the tech sector

Programs and initiatives supporting
women'’s education and upskilling for
tech jobs

Networks and communities for
women working in the tech sector

The government investments to ‘
attract more women to the tech 1
sector '
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Thinking of the tech sector companies, please evaluate how strongly you agree with the following statements on a scale from 1to 5 (deviation from the mean, %)

Tech sector companies offer enough
development opportunities for women

+1M1%

GOOD CONDITIONS AND

Tech sector companies are safe from

ENVIRONMENT -|'9°/
(o] harassment and abuse against women
There IS generally more positive sentiment o Tech sector companies’ culture is
regarding the tech environment. = /0 .
not toxic for women employees
It is easy to progress in your tech
career as a woman
Tech sector companies offer mentorship AVERAGE
programmes for women
Gender bias in the requirement process
for tech jobsis uncommon
Tech sector companies offer the
needed work-life balance for women
Tech sector companies offer equal
pay for women employees
There are enough women role
models in the tech sector
Tech sector companies are investing a lot to o 60/ LACK OF EXTRA MILE
attract more women to the sector o
At the same time, it is believed that the
There are enough of women in leadership - 70/ companies are not going the extra mile to
positions in the tech sector o specifically appeal to women and make
themselves more accessible and
Tech sector companies willingly hire women who — 8 O/O favourable talent destination.

do not have higher education in technologies




WOMEN

Environment for GO TECH
growth evaluation

Thinking of your career progression and experience in the tech sector companies, evaluate how
strongly you agree with the following statements on a scale from 1to 5 (deviation from the mean, %)

According to the research, many women 20.0 5.0 10.0 =0 0.0 >0 10.0 150
indicate that they did not have a mentor while

. | clearly understood my potential career
progressing through the tech sector. +l O% _ opportunities within the companies | have
worked in

However, according to the experts, mentors

and mentorship programs are one of the most

effective measures to progress inside the tech -|-8°/°
sector. Ensuring support and sponsorship for

ideas that otherwise might be disregarded.

| clearly understood what I needed to do to
be promoted

I needed to develop my skills outside
work to match my peers

| got upskilling opportunities inside the
company

| constantly received constructive feedback that
helped me improve

lhad a
mentor

The Power Hub for Women in Tech




Thinking of the country you live in andits tech sector, please evaluate . EXPERIENCED TALENT . FRESH TALENT

countries’ readiness to enable women in tech (difference to the mean, %)

1
WOMEN
GO TECH

NORMALIZED SAMPLE MEAN

A Women have the same
access to technological
education as men

The country’s government is
investing a lotto attract more
women to the tech sector

The stereotype that women are not
capable of working in the tech sector is
no longer persistent

There are enough networks and
communities for women working in
the tech sector

School education is preparing
students for a future career in the
tech sector

, There are enough programs
( 80.70 102.04 supporting women'’s education and
upskilling for tech jobs

99.35

The tech sector offers enough
quality jobs

103.92

There have been positive changes for
women in the tech sector in the last 5
years



Thinking of the country you live in andits tech sector, please evaluate . EXPERIENCED TALENT

countries’ readiness to enable women in tech (difference to the mean, %)

1
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"] FRESH TALENT NORMALIZED SAMPLE MEAN

A Women have the same
access to technological
education as men

The country’s government is
investing a lotto attract more
women to the tech sector

Both fresh and experienced women talents evaluate
existing status quo similarly: 1) equal tech education for
women being the most highly regarded aspect across
the region and 2) governmental investment in women

engagement in tech sector needing the most attention.

Government investment in women in techis
evaluated as the attribute that requires improvement
the most across all countries, with lowest evaluation in
Hungary and highest in Austria and Lithuania.

The stereotype that women are not
capable of working in the tech sector is
no longer persistent

There are enough networks and
communities for women working in
the tech sector

School education is preparing
students for a future career in the
tech sector

There are enough programs
supporting women’s education and

{ 80.70 102.04
upskilling for tech jobs

99.35

The tech sector offers enough
quality jobs

103.92

There have been positive changes for
women in the tech sector in the last 5
years
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career
Journey

In this section, we cover the key areas for improvement throughout the talents’ journey in the
tech industry, particularly the challenges such as unequal pay, limited career opportunities,
biased hiring practices, and difficulties in achieving work-life balance. It highlights the need
for initiatives that promote mentorship, demolish stereotypes, and encourage supportive
networks to create a more inclusive and equitable environment.

The Power Hub for Women in Tech CEE region 13 countries 5 200+ participants 40 experts



1
Needed change across the talent journey \ GoTECH

JOB OPPORTUNITY & HIRING

Credti Abolishing Investment for Hiring women
re?.tln_g b gender bias in attracting without tech
quality joos hiring women in tech degrees
In the survey, we asked
WORK CULTURE . .
, E— women to identify where
&Z?Cngz?ethe harassment- Equal pay for Better work-life ° °
culture free women balance the blggeSt Chunge IS
environment
needed across the whole
PROGRESSION 2
career journey on both
Internal More More career ®
development mentorship progression seCtor CInd ndtlondl |eV9|.

possibilities programs opportunities

LEADERSHIP

More women

More women in .
role models in

leadership firms
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Based on different sectors, please evaluate what you thirzk needs to change in your country’s tech sector to
make sector jobs more accessible to women employees (all countries average per category, scale 1-5

EXPERIENCED TALENT FRESH TALENT

5.0

4.47

4.28

410 4.07
3.92
3.5
Creating Abolishing Investment to Hiring women  Changingtoxic Ensuring a Equal pay for Better work-life  Internal More More career More women More women
quality jobs  gender biases  attract women  without tech male culture harassment- women balance development mentorship progression in leadership role models
in hiring to tech degrees free opportunities programs opportunities

environment

STARTING WORKING PROGRESSING




WOMEN
SECTORLEVEL

Based on different sectors, please evaluate what you thirzk needs to change in your country’s tech sector to EXPERIENCED TALENT FRESH TALENT
make sector jobs more accessible to women employees (all countries average per category, scale 1-5
4,475
Equal pay is evaluated as the
most critical factor that needs
the biggest change, especially
by experienced talents who have
climbed the career ladder.
4.07
3.92
35
Creating Abolishing Investment to Hiring women  Changingtoxic Ensuring a Equal pay for Better work-life  Internal More More career More women More women
quality jobs  gender biases  attract women  without tech male culture harassment- women balance development mentorship progression in leadership role models
in hiring to tech degrees free opportunities programs opportunities

environment

STARTING WORKING PROGRESSING




WOMEN
SECTORLEVEL GO TECH

Based on different sectors, please evaluate what you thirzk needs to change in your country’s tech sector to
make sector jobs more accessible to women employees (all countries average per category, scale 1-5

EXPERIENCED TALENT FRESH TALENT

5.0

Women in tech face a consistent lack of quality
job opportunities and career advancement, a
challenge present from the start to the end of their
careers. This perception that the tech sector lacks
suitable roles for women might discourage them
from entering the field. Addressing this issue is
vital for creating an inclusive and equitable tech

4.5 industry, where women are encouraged to
succeed and lead.

4.47

410 4.07
3.92
3.5
Creating Abolishing Investment to Hiring women  Changingtoxic Ensuring a Equal pay for Better work-life  Internal More More career More women More women
quality jobs  gender biases  attract women  without tech male culture harassment- women balance development mentorship progression in leadership role models
in hiring to tech degrees free opportunities programs opportunities

environment

STARTING WORKING PROGRESSING




SECTORLEVEL

Based on different sectors, please evaluate what you thirzk needs to change in your country’s tech sector to
make sector jobs more accessible to women employees (all countries average per category, scale 1-5

EXPERIENCED TALENT

FRESH TALENT

5.0

Women continue to perceive the tech sector's work

environment as not entirely free from harassment,

feeling it is not completely safe for them. This

highlights an urgent need for the industry to foster a

more secure and respectful workplace, ensuring it is
4.5 welcoming and safe for all employees.

3.92
35
Creating Abolishing Investment to Hiring women  Changingtoxic Ensuring a
quality jobs  gender biases  attract women  without tech male culture harassment-
in hiring to tech degrees free

environment

STARTING WORKING PROGRESSING

4.47

Equal pay for
women

The survey consistently highlighted work-life balance as
a significant obstacle, with women particularly
struggling to reconcile their personal responsibilities with
the demands of careers in technology. This challenge
underscores the need for more flexible and supportive
workplace policies to accommodate the diverse life
situations of individuals in the tech sector.

4.28

410 4.07
Better work-life  Internal More More career More women
balance development mentorship progression in leadership

opportunities programs opportunities

WOMEN
GO TECH

More women
role models



Factors performance and importance

| Factors that were evaluated as
PRIORITY | high performing but still evaluated
i as needing further change

Factors that were evaluated !
as low performing now but , HIGHEST

also a high priority for change ! PRIORITY ° f
"""""""""""""""""""""" Work-life balance

® @ Coareer

opportunities
@ Equal pay Development PP
opportunities

@ safe environment

‘ Constructive
Gender-unbiased feedback
recruitment and

environment @ Eosiness to progress

PERFORMANCE »>

@ Non-toxic culture

@ Mentorship
@ Tech sector & government

investments to attract
women

. Women role

models
Factors that influence women's @ Women in leadership
experience entering or progressing in positions

the tech sector performance and
importance evaluation

A

CHANGEDESIRED



WOMEN

Needed change across the talent journey GO TECH

JOB OPPORTUNITY & HIRING

Investment for Hiring women
attracting without tech

Abolishing
gender bias in
hiring

Creating

quality jobs women in tech degrees

WORK CULTURE

Ensuring
harassment-
free
environment

Changing the
toxic male
culture

Equal pay for Better work-life In the su rvey, we ﬂs ked
women balance ® ®

women to identify where
PROGRESSION the biggest change is
More More career needed ﬂcross the WhOIe
mentorship progression

programs opportunities career journey on both
sector and national level.

Internal

development
possibilities

LEADERSHIP

More women
role models in
firms

More women in
leadership

COUNTRY-LEVEL

Increasing
investments into
attracting women to
tech sector

Offering more
initiatives to support
women’s education

Creating more
networks and

Improving access to
technological
education

Improving access for
requalification

Demolishing gender

stereotypes

communities




5.0

4.5

4.0

3.5

SOCIETAL LEVEL

Please evaluate what ¥ou.think needs to change on the societal or governmental
level to make tech sector jobs more accessible to women employees

(all countries average per category, scale 1-5)

EXPERIENCED FRESH
TALENT TALENT

Even though changes on societal and government
levels are valued very close to average (meaning
change is not critical, but there is still space for
improvement), fresh talents tend to be more
optimistic when it comes to stereotypes against
women. Unfortunately, women who have more
experience in the tech sector see it as a bigger issue.
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Demolishing
stereotypes
against women

Improving access
to technological
education at an
early age

Improving access
to technological
education for re-
qualification

Offering more
programs/initiatives
to support women'’s
education

Creating more
networks and
communities

Increasing investments
into attracting women
to the tech sector

The Power Hub for Women in Tech

EARLY ACCESS TO TECH

Improved access to technological .
education at an early stage is needed in:

voaow™T

REQUALIFICATION OPPORTUNITIES

Improved access to technological .
education for re-qualification is needed in:

DEDICATED SUPPORT PROGRAMS

More programs/initiatives to support
women's education are desired in;:



Expert insights

JOB OPPORTUNITY & HIRING
N > Experts agree on existing biases in hiring process and the
Abolishing TRVESIEREEr || [hing Tormer importance of implementing practices that would eliminate a

potentially biased selection, such as quotas (at least as a
temporary, accelerating solution) or resumes having only
candidate’s initials on it.

Creating
quality jobs

gender bias in attracting without tech
hiring women in tech degrees

However, while quotas can be a starting point, experts emphasize
the need for a comprehensive strategy. Companies must also
invest in attracting female candidates.
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WORK CULTURE

Many experts agree that issues related to a toxic culture or
Better work-life harassment may still exist. However, they often claim to have
observed a positive improvement in this area in the past years.

Ensuring

harassment- Equal pay for
free women
environment

Changing the

toxic male
culture

balance

The existing issues regarding work-life balance are due to, first
and foremost, unequal roles within the family. The pandemic
highlighted how work-from-home and flexible schedules could
address the longstanding challenge of unequal family burdens,
particularly for women. However, the recent shift back to
traditional office environments creates significant stress and
hinders women's ability to manage work and home
responsibilities effectively.



Expert insights

PROGRESSION

Internal
development
possibilities

More
mentorship
programs

More career
progression

opportunities

Experts indicate that one of the most important and effective means
for career progression is mentorship and sponsorship received from

the management. However, the cases of women being sponsored by
either male or female colleagues are uncommon.

Another critical issue is the lack of support some successful women
offer to other women. Interviews with experts revealed that
sometimes women who have climbed the career ladder believe "if |
did it, anyone can.” This mentality disregards the ongoing challenges
faced by women and often leads to a resistance for initiatives within
the company specifically designed to support women, even when
such decisions fall within their power.

Mentorship is portrayed as a key factor in helping women advance
their careers, providing guidance, advice, and encouragement.
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LEADERSHIP

More women in

leadership

More women

role models in
firms

Many experts highlight the lack of women role models in the tech
sector and indicate it as a factor of significant importance when
trying to increase women involvement in the tech sector. It is
essential to have relatable role models, who would be at different
stages of their careers, coming from various backgrounds, and not
solely those already in top managerial positions.

In addition, experts call attention to the importance of encouraging
women who already work in tech to step forward, to be visible and to
become the role models that other women could look up to.
Therefore, initiatives directed towards identifying and supporting role
models are very useful and beneficial both for role models and
women who could be inspired by them.
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COUNTRY-LEVEL

Demolishing gender stereotypes

Experts highlight the issue of stereotypes starting from childhood,
where societal expectations shape the perception that certain
activities and, therefore, professions are not suitable for women. This
early societal influence is pinpointed as a significant barrier to
women's participation in tech, underscoring the need to challenge and
change these ingrained stereotypes.

Experts stress the need to encourage women to enter the tech sector,
and the importance of combating societal stereotypes that deter
women from pursuing careers in STEM fields. They emphasize that
changing these stereotypes is crucial for increasing female
participation and engagement in tech.

Combatting stereotypes through visible success stories, role models,
and broadening the perception of what roles in tech entail can help to
shift societal and industry norms.
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Expert insights
COUNTRY-LEVEL

A skilled and diverse workforce is critical for driving innovation and
economic growth. By upskilling women and facilitating their

| : : requalification into tech, societies can harness untapped potential,
mproving access to Offering more

technological Improving access to initiatives to support leading to more innovative solutions and a robust tech ecosystem.
education women'’s education

requalification

According to the experts, requalification programs play a crucial role in
enabling individuals from non-tech backgrounds to transition into the
tech sector. This is particularly significant for women seeking to enter
or re-enter the workforce in tech roles, providing them with a pathway
to new career opportunities that match the digital economy'’s
demands.

The necessity for flexible learning opportunities that accommodate
women's varied schedules, especially those balancing family
responsibilities, is highlighted. Offering online courses, part-time
programs, and other flexible learning formats can make tech
education more inclusive, enabling more women to pursue
requalification and upskilling without sacrificing other commitments.
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COUNTRY-LEVEL

Creating more networks and

communities

Experts highlight professional networks and communities as necessary
for fostering a supportive environment that can significantly enhance
women's participation and success in tech industry.

Networks and professional gatherings provide vital support and
empowerment for women in tech, since they offer platforms for sharing
experiences, overcoming common challenges, and celebrating
achievements. These communities frequently facilitate mentorship
opportunities, where more experienced professionals can guide
newcomers to the field.

Professional gatherings and networks help women stay updated on the
latest technological advancements and industry trends as well as gain
visibility in the tech community. This visibility is critical for challenging
stereotypes and changing perceptions about the role of women in tech.
It also provides role models for aspiring tech professionals.

Collectively, women in tech networks have the power to advocate for
changes that make the tech industry more inclusive and equitable. This
includes pushing for policies that support work-life balance, equal pay,
and harassment-free workplaces.
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COUNTRY-LEVEL

Increasing investments

into attracting women to
tech sector

The role of government in facilitating access to requalification and
upskilling is acknowledged, with suggestions for policy support,
funding, and the establishment of national programs aimed at
increasing women's participation in the tech workforce.

Collaborations between educational institutions, tech companies, and
non-profit organizations can lead to more comprehensive and
accessible requalification and upskilling programs. These partnerships
can help align the training content with industry needs, ensuring that
participants acquire relevant and in-demand skills.
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Barriers and
Motivators

In this section, we look at the concerns women have and the motivators driving them in the
tech industry. While stereotypes and challenges persist, especially for older women and
those requalifying, motivations such as better pay, career growth, and flexibility remain
strong. Experts agree that mentorship and role models are of significant importance in
helping women overcome these obstacles, offering support and inspiration as they navigate
their tech careers.

The Power Hub for Women in Tech CEE region 13 countries 5 200+ participants 40 experts



regional level

Even though, overall, women indicate that
barriers are diminishing across tech sector and
there is much less stereotypical attitude towards
women and their capabilities, some barriers still
find their way within the tech sector.

One of the most persisting barriers recognised
across the region is hardship for older women to
engage with tech sector, which can become a
problem for women pursuing requalification.

Furthermore, women indicate that it might still be
hard to have a good work-life balance in the tech
sector. According to the experts, it can be
associated with the diminishing work from home
culture that ensured women, especially those
having more responsibilities at home, flexibility
and balance.

The Power Hub for Women in Tech
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Please evaluate how relevant you find zh.e following statements on a scale from1to 5 (1 being
strongly disagree, 5 - strongly agree) (difference to the mean, %)

stereotypes about women'’s incapability
to work in the tech sector are true

Women families and/or friends do not
support decision to work in the tech
sector

Women can't perform as well as men in
the tech sector

Women can't learn the skills and
knowledge needed in the tech sector as
well as men

The tech sector is not a safe , .
environment for women to work in 84/44 89.64

114.92
It is harder for women to have a good
work-life balance in the tech sector

12.40
It is harder for women to succeed in the

tech sector than for men

Women have had fewer opportunities to
engage in technology-related activities
and learn about technologies
compared to men of same age

It is harder for older women to succeed
in the tech sector than for young women

—— Experienced ——Fresh Talent ---- Average
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regional level

Existing barrier for women to enter and succeed in tech sector score (Average per country, scale 1-5)

Looking at separate countries, Bulgaria seems to
be the most optimistic, with respondents mostly
disagreeing with some of the common
stereotypes. Meanwhile, respondents in Slovakia 2.90
and Czechia tend to agree with them more.

Fresh talent from rural areas tend to perceive 2.80
stereotypes as less problematic. Experienced
talent from rural areas have less doubt than their
city counterparts. However, they receive less 7 . E®E< =R = =B =B "' /"//"/"/"/"/"~
support from their families.

2.6
Persistence of stereotypes and self doubt are
more prevalent among the youngest age group.
Regardless of age, respondents tend to agree 2.5
that they had fewer opportunities and more
hardship succeeding in tech than their male
colleagues. 24

2.3

2.2
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Stereotypes relate to personal

performance doubts while EXPERIENCED

NOTE: specific factors that are related to each other and are likely to

|
|
personal performance is tightly TALENTS . influence each other or be related to a single external cause
related to one’s perceived ability I

tolearn. These issues [ead tO |
understanding that tech

environment is harder to succeed Stereotypes Doubts personal
in. performance

\ 4

Doubts personal
performance —»

Doubts " VERY STRONG
learning ability —» —@ | CORRELATION FOR FRESH
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At the same time, less obvious are
EXPERIENCED

connections that tech is a more

NOTE: specific factors that are related to each other and are likely to

challenging environment for older TALENTS influence each other or be related to a single external cause

women and that lack of work-life |

balance might create less

favorable conditions for women -

ST NE ARGl AL Hard to Fewer opportunities
succeed than men

\ 4 \

Hard for elder
women > '\ .

Hard to have a
work-life balance —P» . A STRONG

CORRELATION
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Motivations to join tech sector

Please evaluate how relevant the following motives were to you when considering a tech career (deviation from the mean, %)
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Experienced

Pursuing better pay

Seeking career growth
opportunities

- Breaking tech gender stereotypes

- Desire to impact tech positively—————-—-

Seeking work flexibility————-—

Passion for technology —————-

Seeking work-life balance - !

F———————— e

|
|
|
+
|
|
|
|
|
|
|
T
|
|

|
Seeking remote work opportunites =~~~ qm—m - :

Desire to join tech community

No quality jobs in other

sectors
Sector indifference for

work
No fulfillment in other

sectors

The Power Hub for Women in Tech

E——— e —

Desire to join tech community
No quality jobs in other sectors

Sector indifference for work

Fresh

_ Seeking work-life balance
_ Seeking work flexibility

|

| _ Seeking career growth
_______________ LT opportunities

|

|

_ Seeking remote work
opportunities

- Breaking tech gender stereotypes

. e 4|- ————————————————————— . Passion for technology
|

Desire to impact tech positively

e e I
sectors
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Motivations to join tech sector

Please evaluate how relevant the following motives were to you when considering a tech career (deviation from the mean, %)

Experienced Fresh

Both experienced and fresh talents have
indicated better pay as the main motivation
for joining tech sector. However, difference is _ Pursuing better pay _ Pursuing better pay
observed in later selection of motives. Fresh

talents are more driven by work-life balance

and work flexibility, whereas experienced _

talents were more motivated by career
growth opportunities.

Seeking work flexibility re———————— Seeking work-life balance

Seeking career growth
opportunities

Rise of existing motive for work-life balance _ Passion for technology

and flexibility among Fresh talents is followed

Seeking career growth
opportunities

_ Seeking work flexibility

were already in tech sector.
- Desire to impact tech positively - Passion for technology

Seeking remote work opportunites = -

by increase in motivation by remote work , , L _ Seeking remote work
opportunities. This likely is a consequence of _ Seeking work-life balance-—-------- : opportunities
COVID-19 and extensive period of work from | .
home culture. Which fresh talents have 1 Breaking tech gender stereotypes | - Breaking tech gender stereotypes
experienced first-hand in consideration l
stage. Whereas most of experienced talents - Aim for top employers } - Aim for top employers

|

|

|

|

Desire to impact tech positively

Desire to join tech community Desire to join tech community
No quality jobs in other _ No quality jobs in other sectors _
sectors

Sector indifference for _ Sector indifference for work
work
No fulfilment in other No fulfillment in other

The Power Hub for Women in Tech



Motivations to join tech sector

Please evaluate how relevant the following motives were to you when considering a tech career (deviation from the mean, %)
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THE HIGHEST DESIRES
ARE NOT FULFILED

Experienced

Pursuing better pay

Better compensation emerged as the primary motivator
for women to enter the tech sector, yet the persistence
of pay inequality remains a significant concern.
Additionally, while work flexibility and work-life balance
were identified as the second most important incentives,
the reality falls short of expectations, with many women
in tech reporting a lack of these very elements in their
roles. This discrepancy between initial motivations and
actual experiences may dampen women's enthusiasm
for the tech field, potentially affecting their willingness to

mentor and inspire others to join the industry.

The Power Hub for Women in Tech

Desire to join tech community -
No quality jobs in other _
sectors
Sector indifference for _
work
No fulfilment in other _
sectors

Seeking work flexibility

Seeking career growth
opportunities

Passion for technology

Seeking work-life balance

Breaking tech gender stereotypes

- Aim for top employers

Desire to impact tech positively
Seeking remote work opportunities

Desire to join tech community

No quality jobs in other sectors

Sector indifference for work

No fulfillment in other

Fresh
_ Pursuing better pay

Seeking work-life balance

_ Seeking work flexibility

Seeking career growth
opportunities

_ Seeking remote work
opportunities
- Breaking tech gender stereotypes

- Aim for top employers

- Passion for technology

I. Desire to impact tech positively



Requalification

Most experts agree that coding and tech
education schools are one of the most effective
measures to gain knowledge required for
requalification to the tech sector.

However, in order to land a job and climb within
the tech sector, experts highlight the importance
of having a mentor. As this will give insights,
guidance and most importantly support
throughout the journey in tech.

Furheremore, having positive women role
models in close environment would provide
inspiration and motivation to reach further hights
and even become a role model.

The Power Hub for Women in Tech
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Based on your experience, which of the following resources do you find the

most useful for women when trying to requalify for a job in the tech sector Experienced Fresh
(average per category and respondents groups, scale 1-5)

EDUCATIONAL OPPORTUNITIES 3: 94 4113
Coding and tech education schools 4,1 4,24
Online upskilling courses 4 42
Women-only upskilling acceleration programmes 3,74 3,96
PROFESSIONAL SUPPORT 4104 4:19
Internships or apprenticeships in tech companies 4,22 4,31
Career in tech sector guidance courses 4 4,16
Mentorship 3,9 4,09
COMMUNITY AND NETWORKING 3,87 4,05
Having positive women role models in close environment 3,97 4,07
Workshops for women in the tech sector 3,9 4,09
Women in the tech sector meet-ups 3,84 4,02
Conferences for women in the tech sector 3,76 4,01



Effective Measures Summary

Blind Recruitment Practice

Removing names and photos from CVs, leaving only
the candidates' initials. This approach aims to
prevent hiring bias, ensuring that the selection
process focuses solely on the qualifications of the
candidates without influence from their gender or
dppearance.

Active Sponsorship and Advocacy

Experts reinforce the idea that for women in tech to
navigate and excel in a competitive and often male-
dominated field, having the support of sponsors—
individuals in positions of influence who can advocate
for them, highlight their achievements, and push for
their advancement—is invaluable.

Flexible Working Arrangements

Flexibility in work arrangements, such as remote
work options, flexible hours, and the possibility for
part-time work, are seen as essential measures to
support work-life balance.

Childcare Support

Helping employees manage childcare
responsibilities can significantly improve work-life
balance and enable women to participate more
fully in the workforce (e.g. certain companies have a
child day-care spaces in the office, where
employees can leave their children).

Presentation of Technology Studies and Professions
Emphasizing the creative aspects of Technology studies
and professions as well as the diverse career paths
within this field, can make them more appealing.
Highlighting how technology can be used to solve a wide
array of societal challenges can appeal to a broader
range of interests, including those of young women who
may not have previously considered a career in tech.

Visibility of the Role Models

The annual “Female Engineer of the Year” is an award for
inspiring young girls to choose engineering careers in
Slovenia. The award addresses the problem of the
"invisibility” of female engineers in society. Its goal is to
provide role models for young girls and highlight work
achievements and contributions to the society of
Slovenian female engineers.

Expansion of Networking and Mentorship platforms
Establishing mentorship programs that connect aspiring
women in tech with experienced professionals. Creating
and promoting networking events and platforms
specifically for women in tech.

Provision of Scholarships and Financial Support
Implementing scholarship programs and financial aids
to support women who wish to pursue education and

training in tech but may be deterred by financial barriers.

WOMEN
GO TECH

Integration of Tech Education from an Early Age
Introducing children, especidally girls, to STEM
(Science, Technology, Engineering, and
Mathematics) subjects early in their education to
spark interest and combat stereotypes. This could
involve partnerships with schools to provide
workshops, coding camps, and other interactive
learning experiences.

Collaboration with Tech Companies

Working with tech companies to create internships,
apprenticeships, and requalification programs that
offer practical experience and a pathway into the
tech industry for women.
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Insights
Regarding Al

In this section, we analyse the varied influences on women’s Al engagement across different
demographics, focusing on education, peer impact, and barriers such as fears of reduced
human interaction. We highlight the most popular Al use cases and uncover how factors like
self-confidence and regulatory concerns affect the adoption of Al among women.

The Power Hub for Women in Tech CEE region 13 countries 5 200+ participants 40 experts
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Overview o
Of all respondents haven't Of all respondents have used
used any Al tool atleast one Al tool
Use of Al tools [ Has used at least one Al tool (percentage from respondents per country, %)
When asked about the usage of Al tools,
respondents from Poland topped the chart .
with 87% reporting having used at least one
Al tool. Slovakia and Austria showed the oo 87%
lowest rates of engagement with Al tools.
80% 78%
74%
N% 71% .
70% 68%
63% o
Awareness of different Al platforms 62% o
(percentage from respondents, %) 60% 58% 57%
50%
ChatGPT
40%
Google Bard
30%
OpenAl Codex
20%
GPT-4
10%
DALL-E
0%

Midjourney
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I nfl uence Influence on engagement with Al: general (deviation from the mean, %)

-10.00 -5.00 0.00 5.00 10.00 15.00
_ rackgrome
background

Peer influence has a stronger
: : Peers effect on engagement with Al
Overall, across all countries, educational

b among the youngest group
lbackground was reported as the highest

(age 18-24).
influence on interest and engagement with Al. Employer _

For the youngest group (age 18-24), the
highest influences were education and peers,

while employer had the least impact. The peer Employer policy towards Al usage at work

Of all respondents are not sure what is their Of all respondents indicated that their
employer’s policy towards Al usage at work employer does not allow any use of Al
tools at work or for work purposes

26% 16% 8%

Of all respondents indicated that their Of all respondents indicated  but only 8% provide
employers do not have any policy that their employer policy guidance how to
regarding Al usage allows Al usage use Al at work

The Power Hub for Women in Tech
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Interestin learning more about Al tool applications and use (percentage from respondents groups, %)

Non-tech
workers | 4.0,3%

Those involved in the tech sector, and especially .
. . . tech careers r (o)
interest in learning about Al development and

tools.

40,3% of the respondents who were not Tech sector o
considering joining the tech sector, were not oice T 64,6%

curious to learn about the advancement of Al.

ents - N 63,9%

61% 2%

Of respondents are interested Of respondents indicated that they are
in learning more about Al not interested in learning more about Al
12% 52%

o o
of them indicated that they Of those uninterested in Al say they do not
don’t have enough time to do so have enough time to take interest in Al

The Power Hub for Women in Tech
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Educational Content Seeking \ SoTEcH

Have you sought out any education about Al and its usage in any of these channels? (percentage from respondents groups, %)

Respondent who Overall Experienced Tech sector Interested in Non-tech
haven't sought any talents novice tech careers workers

. 30% 28% 19% 18%  49%

TOP 3 content sources: 1. YouTube (40%) 1. YouTube (39%) 1.YouTube (44%) 1.YouTube (52%) 1.YouTube (28%)
2. Blog Posts and 2.0nline Training 2. Online Training  2.Blog Posts and 2. Blog Posts and
Articles (24%) Courses (27%) Courses (32%) Articles (31%) Articles (12 %)
3. Online Training 3.Blog Posts and 3. Blog Posts and 3. Online Training 3. Online Training
Courses (22%) Articles (26%) Articles (26%) Courses (27%) Courses (8%)

The Power Hub for Women in Tech
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Al use-cases awareness and usage GO TECH
(percentage from all respondents,g%) 00 awareness [l usace

Use-cases

Language

Translation

The most popular and well-known use-cases Navigation
among all groups were language translation,

navigation and travel and search for answers, search for

while financial management and code answers

generation were least known.
Personal assistance

Fresh talent and Interested groups had the with daily tasks

highest use-case awareness and usage rates. Educational support
The Uninterested group was mostly familiar (e.g.language)

with only the top three use-cases.

Health and
Fitness

Virtual Assistance
(Siri, Alexa)

Content
Creation

Natural Language
Processing

Code
Generation

Financial Management

rmmﬂm

None

0.00 10.00 20.00 30.00 40.00 50.00 60.00

o
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Country
Attitude
towards Al

Average per country, scale 1-5

3.00
2.90
2.80
2.70
2.60
2.50
2.40
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02

Areas for
improvement

| experience feelings of fraud or
cheating when using Al to perform
my work or study tasks

Al tools are biased against women

| do not trust the accuracy of the
results that Al provides

wwve9aRSSTe00®

I am afraid that Al tools might be
collecting my personal data or
threatening my security

wvveST9RSSTw0O®

| believe Al and computer science
fields are not inclusive and
welcoming to women

I am not confidentin my ability to
learn to use Al, so | do not engage

|
o

I am afraid that Al can replace my
role and lead to job loss

ww®o




Al usage
barriers

Valuing human interaction and worrying that
increased Al platforms may reduce the quality
of human communication and relationship is
one of the highest expressed barriers across all
age group. However, overall younger women
(18-24) indicate experiencing less barriers than
older women (55+).

Women living in urban areas indicate
experiencing less barriers compared to ones
living in rural areas. Amongst ones living in rural
area fear of reduced quality of human
communication and relationship is expressed
the most.

The Power Hub for Women in Tech
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Please evaluate how much you agree with the foelowing statements on ascale from1to
5 (1 being strongly disagree, 5 - strongly agree) (percentage from all respondents, %)
| value human interaction and worry that increased use
communication and relationships.
regarding Al developments.
| am hesitant to use Al tools due to -
inaccurate or irrelevant answers/information.
| feel that others are better at learning new
technology-related things than I am.
| am hesitant to use Al tools due to concerns
about my data privacy and security. -
I am hesitant to use Al tools due to -
a lack of training and support.
| am hesitant to use Al tools due l
to biased information/answers.
- | do not see how my occupation
and activities can benefit from Al.
_ | am hesitant to use Al tools due to legal
and regulatory uncertainty around Al.
_ | am hesitant to use Al tools because
| do not understand how they work.
_ | do not know why or what | should use Al for.
-15.00 -10.00 -5.00 0.00 5.00 10.00 15.00

20.00



Average per country, scale 1-5
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| am hesitant to use Al tools because
| do not understand how they work.

02
Barriers

| am hesitant to use Al tools due to concerns
about my data privacy and security.

| am hesitant to use Al tools
due to a lack of training and support.

A& é

¢§¢
D

e

| feel that Al technology is not for me.

| do not know why or what | should use Al for.

I am hesitant to use Al tools due to
legal and regulatory uncertainty around Al.

| do not actively follow the news regarding Al developments.

| feel that others are better at learning
new technology-related things than | am.

&

<o

| do not see how my occupation
and activities can benefit from Al.

I value human interaction and worry that
increased use of Al platforms may reduce the quality of
human communication and relationships.

| am hesitant to use Al tools due to
inaccurate or irrelevant answers/information.

| am hesitant to use Al tools due to biased
information/answers.
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Confidence in | feel that Al | am hesitant to | do not know | do not see how
qbi|ity to learn to technology isnot use Al tools why or what | my occupation
use Al | for me because | do not should use Al for and activities
’ understand how ;‘ can benefit from
they work | Al

A deeper look at how
different barriers interact
with attitude towards Al
reveals a strong correlation
between several barriers
and confidence in ability to
learn to use Al. Providing
necessary insights into
intertwined relation
between barriers and
attitude.
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Even though, feeling that A
technology is not for me is one
of the weaker expressed
barriers, it has a strong
influence on the confidence of
women to use Al tools.
Furthermore, the same barrier
demonstrates a strong
correlation with women lacking
vision of how their occupation
and activities can benefit from
Al as well as hesitancy due to
lack of legal and regulatory
uncertainty.
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| am hesitant to
use Al tools
because | do not
understand how
they work
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| do not know
why or what |
should use Al for
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Whereas hesitancy to us
Al tools due to lack of

understanding how they
work, strongly correlates

with training and

education related barriers
as well as data privacy
and security concerns.
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GO TECH

| do not see how
My occupation
and activities
can benefit from
Al



N \
N \
- AN \
R N N
S~ N \
~~ N \
e N \
~<_ B \
m h ' \
M \ b |
\ \
o e \
\
\
\
~ \ \
R \ \
N \ \
S \ \
N \ N
AN N \
N N \
h \
S \
S N N
N \
N \ \
\ \
\ \
N \
\

Barriers

User-friendly Al
| tutorials and
@ Free community resources
courses “

More encouragement,
| ; education, and
@ Training at - @ Clear work policy promotion to use Al
workplace on Al tool usage from the authorities
| J (public sector,
employer, school)

@® Clearer explanations
of Al functionalities

and limitations Women's

group/communi
ty classes

The most effective
measures

=1
WOMEN

GO TECH

Women working
with Al role
models/public
figures

Increased
diversity in Al
development
teams.

Increased
representation of
women using Al

Less effective
measures
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Country
Profiles

This section digs deeper into the situation of women working in tech in 13 different countries,
and analyses country-specific initiatives, motivating factors, barriers, and recommendations.
In addition, we explore the conditions and experiences of female UA expats who have fled the
war and relocated in another country, analysing their unique challenges and insights.

The Power Hub for Women in Tech CEE region 13 countries 5 200+ participants 40 experts
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Lithuania
Bulgaria
Czech Republic
Estonia
Croatia
Hungary
Latvia

Poland
Romania
Slovakia
Slovenia
Austria
Ukraine
Ukraine expats

The Power Hub for Women in Tech CEE region 13 countries 5 200+ participants 40 experts



@ lLithuania

Country Maturity Level evaluation

The situation in Lithuania concerning women in the tech sector is
marked by both progress and ongoing challenges. Over the past
five years, the country has seen a notable increase in women's
participation in ICT, driven by significant changes at the business
ownership level and increased diversity initiatives. Businesses are
not just relying on HR but are involving C-level executives in
pushing for gender diversity. There's an expectation that by 2025,
women will make up around 27% of the ICT workforce in Lithuania,
placing the country among the top in the European Union in terms
of gender diversity in tech. Despite this, challenges remain, such
as balancing the return to office work with flexible, hybrid models

that support work-life balance, especially for women with families.

Jarune Preiksaite
CEO, Women Go Tech

Rita Pukené

Head of Communications,
Unicorns Lithuania

"The barrier in many cases
arises when women don't
have a community because
that others can do it, that then they think, ‘This is only
you believe in the idea my issue,’ and are going
more. ” through it alone.”

“It's when you see that
others are succeeding,

It's important to increase visibility by
spotlighting women who are not only in
high executive positions but also in
specialized and entry-level tech roles.
Such exposure helps to broaden the
perception of who can succeed in tech,
encouraging a wider array of women to
aspire to these careers.

Tech companies are encouraged to
enact policies that foster an inclusive
culture, such as bias training for all
employees, creating support networks for
women in tech, and enforcing policies
that promote gender diversity in hiring
and leadership positions.

Adopting more flexible work
arrangements that cater to the needs of
diverse employees, including women
balancing work-family commitments, is
necessary. This could include options for
telecommuting, part-time schedules,
and providing amenities like on-site
childcare, which are shown to
significantly improve work-life balance
and increase job satisfaction among
women in tech.

TECH SKILLS: SELF EVALUATION

37% 53%

Of all respondents are Of all respondents
comfortable using digital are not comfortable
technologies. using digital

Of all respondents are not only using
digital technologies but also
contributing to their development

PREVIOUS ENGAGEMENT

30%

Of all respondents have participated in
at least one tech skills related activity

13%

Of all respondents have participated in
more than one tech skills-related activity




POSITIVE

NEGATIVE

670/ SPECIALIST

O amsiTiON

Respondents defined their key long-
term goal as becoming a better
specialist while in the short-term 42%

prioritized strengthening their chances
for promotion.

4% .. 8%

Interestingly, fresh talents are twice
as interested as experienced talents
in building their own product or
businesses.

Motivations

Lithuania

[ Better pay ][ Work-life balance ]

[ Flexibility ][ Growth opportunities ]

[ Passion for technology ]

These were the factors identified as
the key motives to join tech by both
fresh and experienced talents.

Remote work
opportunities

Positive impact on
technology development

Fresh talents also indicated remote work
opportunities as a motive, while more

experienced ones where motivated by the
possibility to have a positive impact on
technology development.

Biggest

barriers

[ Higher age ]

[ Fewer opportunities to learn ]

[ Lack of work-life balance ]

As a key barrier women indicated
that it is harder to succeedin the
tech sector for older women.
Women also had fewer
opportunities to engage in
technology-related activities and
to learn compared to men of the
same age. Finally, a lack of work-
life balance also keeps women
from considering or entering the
tech sector.

Desired
change

Visible
progress

[ Equal access to education ]

Enough quality jobs ]

[ Free from harassment environment ]

Enough development opportunities ]

Talents in Lithuania positively evaluated the
country’s progress over the last 5 years.
Respondents indicated that the tech sector
offers enough quality jobs, and development
opportunities, and agreed that women have
the same access to technological education
as men. Women also positively evaluated
work culture and safety of the work

Lithuanian women indicated higher pay as the key
motivator to join the tech sector, but they still feel that
they are or will be paid less than men.

Lack of investments

Lithuanian women feel that governments and tech
businesses should invest more to attract women to the
tech sector and create more jobs and progression
opportunitie

Gender biases

Some women still indicate that stereotypes about
women's inability to perform in the tech sector as well as
men still exist. It also results in gender biases during the
recruitment process.

[ Environment safety ]

Even through respondents defined the status quo as a
safe work environment, some still feel that it has room
forimprovement.

Key country performance indicators that are evaluated below the
average are displayed on the lower part of the chart and the ones
that perform above the average are displayed on the top half.

[ Clear career opportunities ]

[ Upskilling opportunities ]

[ Clear promotion requirements ]

Respondents indicated that they
clearly understood their potential
career opportunities and knew what

they needed to do to get a promotion.

Talents also indicated that it was
clear what they needed to do to get a

environment and found it easy to progress. promotion.
Positive Easiness to
change progress |~ T T T T T T T T T T TTTT T

Lack of mentorship

Even though only fresh talents
indicated that mentorship is an
effective way to progress, the majority
of all groups’ respondents indicated
that they did not have mentors in
their careers.

Weak feedback culture

Lithuanian women did not feel
that they received consistent

and constructive feedback to
help them improve.

[ Online upskilling courses] [ Internships ]

[ Coding and tech education schools]

[ Career in tech sector guidance ]

Even though Lithuanian experts
identified mentors and role models
as one of the most effective
instruments, women respondents
choose more practical
approaches such as online
courses or internships.

Desired

formats




@ Bulgaria

Country Maturity Level evaluation

The situation in Bulgaria is relatively progressive compared to
other regions, particularly in terms of women's participation in the
tech sector. Bulgaria has one of the highest rates of women in
technology and science in Europe, which can be partially
attributed to the historical encouragement of women to engage
in engineering and other technical fields under the previous
political regime. This cultural and educational foundation has
helped maintain a strong presence of women in these fields.
Despite this positive aspect, the pace of change and movement
towards gender equality in the tech sector is still considered slow.
Changing the broader cultural perceptions about women in tech
requires continuous effort. This includes public awareness
campaigns, highlighting the achievements of women in tech
through media and at industry events, and promoting stories of
successful women innovators.
Paulina Chotrova

President, Women in Deep
Tech

Nikolay Gashev
Domain Agile Lead, Tide

"You see fewer elements of
skewed, boyish dominance
when you talk about roles like
front-end development and
UX/UI, whereas back-end
roles are still seen as more
male-dominated”

“We observe the
difference in software
development when males
and females create
solutions; their
perspectives differ.”

Providing targeted retraining and
upskilling programs can help adult
women transition into tech careers.
These programs should include
partnerships with tech companies to
ensure that the training is relevant and
that there are opportunities for
immediate application of the skills
learned in real-world settings.

To address the pay gap and the slower
career progression, companies need to
implement transparent pay scales and
career progression paths that ensure
equality. This also involves regularly
reviewing compensation and
advancement criteria to eliminate biases
that might disadvantage women.

Ensuring that educational materials are
free from gender biases can boost

female enrolment in tech-related studies.

This could include developing curricula
that reflect the contributions of women in
tech, using case studies of successful
women, and providing learning
environments that are supportive and
free from bias.

TECH SKILLS: SELF EVALUATION

40% 45%

Of all respondents are Of all respondents
comfortable using digital are not comfortable
technologies. using digital

Of all respondents are not only using
digital technologies but also
contributing to their development

PREVIOUS ENGAGEMENT

34%

Of all respondents have participated in
at least one tech skills related activity

15%

Of all respondents have participated in
more than one tech skills-related activity




POSITIVE

NEGATIVE

SPECIALIST
AMBITION

51%

o
Respondents defined their key long-
term goal as becoming a better
specialist while in the short run, 26%
prioritized strengthening their chances
for promotion.

24% VSI 6%

Interestingly, 24% of respondents
indicated that they want to gain the
experience needed to build their own
business in the short term, but in the
long run, this ambition decreased to
only 16%.

Motivations

[ Passion for technology ] [ Work for the best employers ]

Better pay [ Better career opportunities ][ Remote work

|

opportunities
| work-life balance || Flexibility ]

Women indicated mainly two types of motives to join tech.
One is their ambition to have a better career and interesting
work, while the others are more practical and related to
general quality of life such as higher pay and work-life
balance.

Positive impact on
technology development

Experienced talents also indicated that one of the motives
why they joined tech sector was to have a positive impact on
technology development.

Biggest Desired

barriers

change

Harder for women
to succeed in tech

[Higher oge][Lock of work-life bolonce]

[ Fewer opportunities to learn ]

As a key barrier women indicated that it
is harder for women to succeed in the
tech sector than for men, representing
an even bigger challenge for older
women. Women also had fewer
opportunities to engage in technology-
related activities and to learn as
compared to men of the same age.
Finally, a lack of work-life balance also
keeps women from considering or
entering the tech sector.

[ Lack of relatives and peer support ]

Fresh talents also indicated that there is
not much support from family or friends
to choose tech career.

Positive
change

[ Equal access to education ]

[ Enough quality jobs ]

[ Free from harassment environment ]

There have been positive changes for women
in the tech sector in the last 5 years resulting in
equal access to education and enough quality
jobs for women. Women also positively
evaluated the safety of the work environment;
however, they also indicated that there could
be some space for further change too.

It was also surprising that experienced talents
evaluated pay equality more positively than
fresh talents. However, both groups still
recognize the need for change in this area.

Access to tech education (young age/requalification)

Respondents indicated that there is a need for improved
access to technological education, both at an early age
and later with the purpose of requalification.

Work-life balance Equal pay

The sector is failing to deliver on the key motivations that
attracted women to technology in the first place. There is
still a lack of work-life balance and pay inequality.

More programs supporting tech education

More internal progression and career opportunities

Gender biases

Women also feel they are still experiencing
gender-biases in the recruitment process.

Easiness to
progress

Key country performance indicators that are evaluated below the
average are displayed on the lower part of the chart and the ones
that perform above the average are displayed on the top half.

2

[ Clear career opportunities ]

[ Clear promotion requirements ]

Respondents positively indicated that

they clearly understood their potential

career opportunities and had
upskilling opportunities inside their
companies.

Lack of mentorship

[ Coding and tech education schools]

[ Internships ][ Mentorship ]

[ Career in tech sector guidance ]

Respondents identified technical skills
developing formats such as coding
schools and internships as the most
effective. But also indicated mentorship
and career in tech sector guidance
courses are valuable experiences that
can help them to progress.

Desired

formats

When progressing in their tech careers,
respondents indicated that they did not have

mentors. Meanwhile, Bulgarian talents

also

indicated that mentorship is one of the
desired formats to help them progress in their
tech careers. When evaluating tech sector’s
performance, respondents also indicated that
there are not enough women in leadership

positions.

Even though when evaluating current tech sector’s performance, and
indicating that there are enough quality jobs, women still seem to be
lacking internal progression opportunities, career opportunities, and

programs and initiatives supporting such career move.



& Czech Republic

Country Maturity Level evaluation

The tech environment in Czechia is defined by having lower
participation rates for women as compared to some other
European countries, with stereotypes and cultural norms often
discouraging women from pursuing careers in tech. Women are
perceived as less suitable for tech roles, but the efforts of
organizations such as Czechitas have been significant in fostering
a supportive community for women in tech through mentorship,
networking, and training programs. The number of initiatives in
Czechia is growing, however, the progress is uneven, with more
significant advancements in urban areas like Prague and Brno,
and less advancements in smaller towns and rural areas.

Senta Cermakova
CEOQ, Czechitas

Eva Pavlikova
Co-Founder, Cesko.Digital,
Byro

“In some societies, it may be
somewhat better, but it's
definitely challenging in the
Czech society, where women
in IT, including myself, are
often stereotyped as being
less feminine for choosing
this career path.”

“Be brave and believe in
yourselves. It's up to us to
shape the future of the IT
sector. We need to make
our voices heard and
louder and encourage
men to join us in
promoting diversity and
collaboration between
genders in all roles.”

It is important to reach out to women
in smaller cities and rural areas where
opportunities might be less visible or
accessible. Online training programs
that do not discriminate based on
location can help women from all
regions to participate equally. By
extending resources and training
beyond big cities, there can be a more
equitable distribution of tech
opportunities.

Experts highlight the need for
educational reform that would
encourage young women to pursue
STEM fields. This could involve
integrating more tech-related content
into school curricula and ensuring
that female students are as
encouraged to engage with tech as
male students.

Companies are encouraged to
implement flexible work policies that
accommodate women, especially
caregivers, by providing remote work,
flexible hours, and maternity leave
policies that do not penalize women
for taking breaks in their careers.

TECH SKILLS: SELF EVALUATION

45% 45%

Of all respondents are Of all respondents are
comfortable using digital not comfortable using
technologies. digital technologies.

Of all respondents are not only using

digital technologies but also
contributing to their development

PREVIOUS ENGAGEMENT

22%

Of all respondents have participated in
at least one tech skills related activity

17%

Of all respondents have participated in
more than one tech skills-related activity




‘ o Key country performance indicators that are evaluated below the
czec Re u Ic average are displayed on the lower part of the chart and the ones
that perform above the average are displayed on the top half.

Ly
> o
=
72}
(o] ] 1
m - Ll I
[ Equal access to education ]
51 O/ SPECIALIST [ Schools are preparing for tech careers ]
O AwmsiTioN
. . Better career opportunities ] i [ i i ]
Respondents defined their key long-term [ Better pay ] [ PP [ Free from harassment environment ] Coding and tech education schools
goal as becoming a better specialist ; . ) ) ) .
while in the short run, 30% prioritized [ Work-life balance ] [ Flexibility ][ Passion for technology ] [ Enough development opportunities ] [ Internships ][ Online upskilling courses ]
strengthening their chances for ﬂ R dents identified technical skill
promotion, 22% - to progress to a tech- Respondents selected better pay and wider career opportunities Even though experienced talents do not espondents igentilied technical skifls
related role with their current employer, as their key motives for choosing tech careers. They were also agree that there has been a positive developing formats such as coding schools,
and 17% - to find a better employer. motivated by the potential of a work-life balance and flexibility as change for women in the tech sector in the [ Clear career opportunities ] ?h”el' rrfolfs?felz‘l(!ggvzourse& and internships as
well as a general interest in technology. last 5 years (fresh talents evaluated this : : :
o just above the average), they all agree that [ Clear promotion requirements ]
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SL|joc':|'t qf e ofe tucoh polAvelate S} Respondents positively indicated that Unlike experienced talents, fresh talents also
Respondents out of which the majority is Fresh talents also defined remote work opportunities and ability to pretpored gr e(I: cqreetrs, sare they clearly understood their potential ex ressegl the need for me:ntorshi sand
experienced talents defined their long- the possibility of becoming a part of the tech sector envi rotnm.t;:.n »and developmen career opportunities and what they Woprksho s for women in tech P
term goal as to build their own product. community as their motives. opportunities. needed to do to get the promotion. P ’
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Harder for women Access to tech education (young age/requalification) Lack of mentorship
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= [ ; ][ . ] ) . When progressing in their tech careers
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S sheree aocess o echrologieal education both atan eary @98 | respondents nicated at they i o
! [ Fewer opportunities to learn ] : have mentors. Meanwhile, fresh talents
Z ‘ also indicated that mentorship is one of the
_ o Stereotypes against women desired formats to help them progressin
As a key barrier women indicated that . o ] their tech careers. When evaluating the
it is harder for women to succeed in Experlgnced talents also |r!d|cc1ted that there is a need to tech sector’s performance, respondents
the tech sector than for me, d.emollsh stereotypgs against women. Some.of them also also indicated that there are not enough
representing an even a bigger signalled that recruitments are still gender biased. women in leadership positions.

challenge for older women. Women

also had fewer opportunities to Work-life balance Equal pay
engage in technology-related Weak feedback culture

activities and to learn as compared to The sector is failing to deliver on the key motivations that

men of the same age. Finally, a lack of attracted women to technology in the first place. especially Respondents also did not feel that they
work-life balance also keeps women in the eyes of experienced talents. There is still alack of received consistent and constructive
from considering or entering the tech work-life balance and pay inequality. feedback to help them improve.
sector.

Internal development opportunities

Women feel there could be more internal
development opportunities offered in their
workplace.




@& Estonia

Country Maturity Level evaluation

In Estoniq, the situation concerning women in the tech sector is
marked by a significant gender wage gap, one of the highest in
the EU. Cultural and educational barriers start early, with societal
norms subtly steering girls away from science and technology
fields through gender-biased messaging and expectations. The
Estonian government and private sector have initiated several
campaigns and targeted training programs aimed at increasing
female participation in tech. These efforts are supported by the
promotion of female role models and the implementation of
mentorship programs to inspire and guide women. There is also a
push towards creating more flexible work environments that
accommodate work-life balance, necessary for attracting and
retaining women in the tech industry.

Pirkko Saar
HR People Partner, Telia

Elle-Mari Pappel-Ndks
Co-Director, kood/Jéhvi

“A lot comes from home
and school. Those tiny,
minor things that we say
that we think nothing of,
but they influence how
women perceive what they
should be doingin life.”

“In our company, we offer
reskilling opportunities in
areas like UX and IT project
management for employees
from non-ICT departments,
such as sales. This expands
our expertise and helps staff
transition into ICT roles.”

Launching and supporting targeted
educational programs that offer free or
government-supported training for
women to learn tech skills is seen as
helpful. These programs can be designed
to accommodate women at different life
stages, including mid-career
professionals seeking to transition into
tech.

Experts highlight the importance of
flexible learning opportunities that are
not bound by location or financial
constraints. This approach aims to make
it easier for individuals from various
backgrounds to engage with tech
education and career opportunities,
irrespective of their geographical
location or economic condition.

It is important to integrate technology
education early in school curriculums
with a focus on inclusivity, ensuring that
girls are equally encouraged to
participate in STEM activities. This could
involve teacher training to support girls in
STEM subjects actively and counteract
stereotypes that might discourage their
participation.

TECH SKILLS: SELF EVALUATION

86% 6%

Of all respondents are Of all respondents
comfortable using digital are not comfortable
technologies. using digital

Of all respondents are not only
using digital technologies but also
contributing to their development

PREVIOUS ENGAGEMENT

25%

Of all respondents have participated in
at least one tech skills related activity

14%

Of all respondents have participated in
more than one tech skills-related activity




Key country performance indicators that are evaluated below the
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it is harder for women to succeed in

AL A Fresh talents desire T
. eak feedback culture
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also had fewer opportunities to . . . . .
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work-life balance also keeps women More quality jobs help them improve.

from considering or entering the tech "

sector. Environment safety Work-life balance
Internal development opportunities
Career progression opportunities




<> Croatia

Country Maturity Level evaluation

In Croatiqg, there are still significant cultural biases and
stereotypes suggesting that IT and tech jobs are not suitable for
women, which negatively impacts women'’s decisions to pursue
careers in these fields. And while there are positive movements as
more women are taking on founder roles in startups and actively
promoting technology as a professional choice, much more
needs to be done to truly open the tech sector to women. The
need for comprehensive strategies, including governmental
action and industry efforts, to promote inclusivity and support
women in tech are needed. Croatiq, like other EU countries, is
influenced by EU directives that encourage parental leave policies
that are not solely focused on mothers, aiming to shift cultural
norms and employer practices to be more inclusive and
supportive of women in the workforce.

Marijana Sarolié Robié
Vice President, CroStartUp

“The government itself still needs to walk the talk
and incentivize more employers to pursue such
strategies when employing both women and
men.”

It is necessary to implement inclusive
workshops and comprehensive strategies at
both the industry and governmental levels,
which involve tracking progress yeadr-over-
year towards inclusive goals. It also involves
engaging all stakeholders in unified efforts to
foster aninclusive society where technology
is designed for good.

Experts emphasize the significance of
building self-confidence and promoting role
models, while providing a safe environment
for a gradual shift towards IT. This involves
enhancing public/media presence,
organizing boot camps, mentoring,
coaching, and events aimed at promoting
more women in IT—addressed and
dedicated to both women and men. Change
must occur at the personal level for both
women and men and rely on a strategic
approach with clear goals and annual
metrics.

It is important to establish initiatives that
showcase successful women in tech as role
models. This includes hosting events, boot
camps, and mentorship programs that not
only focus on women but are accessible to
the general public, to build confidence and
visibility of women in tech roles. These efforts
aim to create a welcoming and supportive
atmosphere for women considering or
already pursuing tech careers

TECH SKILLS: SELF EVALUATION

89% 4%

Of all respondents are Of all respondents
comfortable using digital are not comfortable
technologies. using digital

Of all respondents are not only using
digital technologies but also
contributing to their development

PREVIOUS ENGAGEMENT

28%

Of all respondents have participated in
at least one tech skills-related activity

18%

Of all respondents have participated in
more than one tech skills-related activity




Key country performance indicators that are evaluated below the

e o
‘:r;g. crcatla average are displayed on the lower part of the chart and the ones
that perform above the average are displayed on the top half.

w [ Equal access to education ]
> o
= [To break stereotypes about women ] Flexibility [ Schools are preparing for tech careers ]
72}
. Free from harassment environment ] | |
2 [ Passion for technology ] [ Work-life balance ] [ : :
[ Enough development opportunities ]
o [ Better pay ][ Better career opportunities ]
6 6 /o :':;!ﬁgﬁr Talents in Croatia quite positively evaluated
[ Positive impact on technology development ] the country’s progress over the last 5 years, [ codi d tech educati hool ]
Respondents defined their key long-term stating that there are enough development oding and tech education schools
gOG| as becoming a better speciolist while Respondents selected prqcticql motives such as better pay, opportunities, equol access to education, free ] -
in the short run, 61% prioritized flexibility, and work-life balance. But they also wanted to break from harassment, and not toxic work [ Internships ] [ Mentorship ]
strengthening their chances for stereotypes that women cannot perform well in the tech sector, environment. ﬂ : :
promotion. STRONG were generally passionate about technology, wanted to make [ Career in tech sector guidance ]
420/ ENTREPRENEURIAL positive impact on technology development and sought better Fresh talents evaluate country readiness [ Clear career opportunities ]
o AMBITION career opportunities. ;nore p03|t|ve!yf|dent|fylng the following All groups’ respondents identified internships
Respondents defined their long-term goal actors as satistactory: [ Clear promotion requirements ] and coding and tech education schools as an
to create their own business. while 30% [ Remote work opportunities ][ Part of tech community ] ) effective measures to progress. Mentorship
chose ambition to build thei; own proéuct [ Genderblases are uncommon ] i PR and career guidance were also selected as
Also. in the short-term. similar ambitions | Fresh talents also indicated remote work opportunities [ : - torehi ] Respondents positively indicated that the most helpful formats.
weré expressed, with 4'5% interested in and the possibility of becoming a part of the tech sector nhough mentorship programs they clearly und(_ar_stood their potential . o .
e -~ od to build thei community as their motives. — : career opportunities and what they Interestingly, unlike in other countries
90"”'29 experience needed to bul elr [ Sufficient work-life balance ] [ Equal pay ] needed to do to get a promotion. Croatian women did not choose online
own BUSINESS. ourses as a desired measure.
Goal Motivations Biggest Desired Positive Easiness to Desired
e barriers /T~ change change progress [~ T T T T T T T T T TTTTTTT formats [/~ T
o Succesd in oo
g [ to succeed in tech } Environment safety Work-life balance Equal pay Lack of mentorship
: [Higher oge][Lock of work-life bolonce] All talent groups indicated room for improvement and the When evaluating the easiness to progress in their
(0) need for change to assure safe environment, work-life careers, respondents mentioned a lack of
1T [ Fewer opportunities to learn ] balance, and equal pay. mentorship even though they evaluated
< mentorship as an effective format to progress.
As a key barrier women indicated that Experienced talents see more
it is harder for women to succeed in room for improvement: Weak feedback culture

the tech sector than for men,
rehpr”esentl?g Gfl‘deVen bigger Gender stereotypes | Lack of investments Croatian women did not feel that they received
CI a ﬁngef orolderwomen. Women consistent and constructive feedback to help
also had fewer opportunities to ; v them improve.
engage in technology-related Access to tech education (young age/requalification) P
activities and to learn as compared to ) ) ) » w
men of the same age. Finally, a lack of More programs supporting tech education Lack of internal upskilling opportunities
work-life balance also keeps women

More quality jobs Respondents also did not find enough upskilling

from considering or entering the tech
opportunities in their companies during their

sector.
Women in leadership positions careers.

More career progression opportunities




< Hungary

Country Maturity Level evaluation

According to experts, the tech industry in Hungary is not very
welcoming to women, with significant cultural and structural
barriers that discourage their participation. These barriers include
a lack of flexible working arrangements which makes it difficult for
women, especially those with families, to return to work. There is
also a notable absence of part-time job opportunities in
corporate settings, which are more commonly available in roles
like customer service or call centres rather than in tech-focused
positions. In addition, the cultural perception within the tech sector
and broader societal norms often discourage women from
pursuing careers in this field. Leadership and other employees
may hold biases that prevent women from lbbeing hired or
advancing, particularly in technical or high-level positions.

Madaria Toth
Application Services
Executive, DXC Technology

Hilda Laszlo
CIO, IT Director, Vodafone

“You need one person who
believes in you and then
you feel that you can
conqguer the world. So
having the right mentor is
very important at any
stage of your life.”

"IT is not just a profession.
Software and devices are all
around us. It can be exciting
to become more familiar
with this, not only as a user
but as an expert who can
understand how they work.”

Companies should actively offer and
promote part-time positions and flexible
working hours that accommodate the
unique life situations of women,
particularly those with family
responsibilities. This change requires not
just policy updates but also a cultural
shift within organizations to value output
over physical presence in the office.

Develop formal sponsorship and
mentoring programs within companies
that are designed to support women
throughout their careers. Sponsorship is
particularly important in helping women
navigate career advancement
opportunities, ensuring they are
considered for high-profile projects and
leadership roles.

Build supportive communities within the
workplace that include men as allies.
Creating mixed-gender mentorship and
support networks can help women feel
more included and less isolated in the
tech environment.

TECH SKILLS: SELF EVALUATION

65% 9%

Of all respondents are
comfortable using digital are not comfortable
technologies. using digital

Of all respondents are not only
using digital technologies but also
contributing to their development

Of all respondents

PREVIOUS ENGAGEMENT

26%

Of all respondents have participated in
at least one tech skills related activity

16%

Of all respondents have participated in
more than one tech skills-related activity




Key country performance indicators that are evaluated below the

average are displayed on the lower part of the chart and the ones
that perform above the average are displayed on the top half.

1T} o] -
> [ Equal access to education ]
=
[7) [ Free from harassment environment ] : |
o
== [ Enough development opportunities ]
o SPECIALIST .
O AmBITION [ Work-life balance ]
Respondents defined their key long-term [To break stereotypes about women ] [ Passion for technology ] Above are the factors that were evaluated [ Online upskilling courses]
goal as becoming a better specialist positively by all respondent groups.
while in the short run, 41% prioritized [ Positive impact on technology development ] [ Better pay ] [ Coding and tech education schools]
strengthening their chances for Even though fresh talents agree that there
promotion, 144, - to progress to a tech- [Work for the best employers ][ Work-life balance ] [ Flexibility ] has been a positive change in the tech [ Internships ] [ Mentorship ]
related role with their current employer, sector in the last 5 years, experienced talents
and 15% - to find a better employer. [ Better career opportunities ] evaluate the general change more [ Clear career opportunities ] [ Women role models ]
o conservatively. However, when it comes to PP
l 8 /o iTnTI;ErgﬁNEURIAL Hungarian respondents had numerous motives for joining the evaluating specific factors, experienced [ ol " - . ] Respondents identified technical skills
‘ . tech sector, ranging from practical ones such as work-life talents tend to evaluate them more edar promotion requirements developing formats such as coding schools,
Respondents defined their long-term goal | palance, flexibility, and better pay to broader career opportunities positively. They agree that school education online upskilling courses, and internships as
to create their own business. Even though, | and the possibility of working for top employers. They were also is preparing students for future careers, and Respondents positively indicated that effective formats to progress. Mentorships
in the short term, 28% of respondents driven by a general passion for technology, the desire to break there are enough initiatives and networks they clearly understood their potential and having a positive women role models in
expressed the goal of gaining the existing stereotypes about women, and the opportunity to make a supporting women's careers in tech. In career opportunities and what they close environment were also evaluated as
experience needed to build their own positive impact on technological developments. addition, they do not see gender bias in needed to do to get a promotion. effective measures.
L business, the ambition decreases in the recruitment.
long run.
Goals b Motivations Biggest | Desired Positive |} Easinessto} Desired
barriers change change progress formats
g [Higher oge][Lock of work-life bolonce] Access to tech education (young age/requalification) Lack of mentorship
'E [ Fewer opportunities to learn ] Envirenimentisatery S A NEqHalpay When evaluating the easiness to progress in
D) - their careers, respondents mentioned a lack of
] As a key barrier women indicated that More quality jobs mentorship even though they evaluated
< it is harder for older women to mentorship as an effective format to progress.

succeed in the tech sector, in addition All respondent groups identified the need for change in

. to tech education at early change and in case

to the general sentiment that they access 1o tech : . Weak feedback culture
had fewer opportunities to engage in of rquollflcqtlon. A.ccord'lng'tp them, there is a need to
demolish gender biases in hiring, to ensure a safe from

technology-related activities and to

learn as compared to men of the harassment work en\{ironment and gquol pay. Even Hungarian women did not feel tha’F they
same age. Finally, a lack of work-life }:hotjgh the geneerItSISUGtIQP relgotro:ch mcl)st of thesteh t received consistent and constructive
balance also keeps women from actors was evaluated positively, talents also agree tha feedback to help them improve.

there is still room for improvement.

Work-life balance | Gender stereotypes
Respondents also did not find enough
Women role models upskilling opportunities in their companies

during their careers. They also noted that they
needed to develop their skills outside of work
to match their peers.

considering or entering the tech
sector in Hungary.

Lack of internal upskilling opportunities

Experienced talents also identified the need for better a
work-life balance and more women role models. Also,
according to them, in Hungary, there is still the need to
demolish gender stereotypes.




< latvia

Country Maturity Level evaluation

Develop programs that help women re- TECH SKILLS: SELF EVALUATION

Key challenges in Latvia include the perception of tech as a male-
dominated field, with cultural stereotypes discouraging women
from entering the sector. Despite growing opportunities, women's
participation remains lower than men’s, influenced by traditional
views and d lack of visible female role models in tech leadership
roles. To address these issues, experts suggest enhancing
mentorship opportunities, increasing the visibility of successful
female tech professionals, and implementing supportive
workplace policies such as comprehensive parental leave. The
experts also suggest that there is potential for the government to
play a more active role in this matter.

Liga Létina
Head of Design, Printify

Dr. Mara Jakobsone
Board member, Vice

President, LIKTA
“The culture and leadership

are very masculine. You
have to face sarcastic
jokes—jokes on the edge of
harassment. You need
tough skin. Sometimes you
can feel less heard than
your male colleagues.”

"One key factor is how you
present the technical
specialties. Women often
want to choose a profession
that is exciting and valuable.
They want to feel that their
job contributes to the
community.”

integrate into the workforce after
maternity leave. This could include
refresher courses, updated training on
new technologies, and gradual re-entry
workloads. These programs are designed
to update skills and knowledge, reducing
the professional isolation that can occur
during extended leave periods and
helping women regain their professional
footing more effectively.

Advocate for and implement government
policies that support gender diversity in
tech. This could include funding for
women-specific tech training programs,
incentives for companies to hire and
promote women in tech, and research
into gender disparities in the sector.

Launch public awareness campaigns
that highlight the opportunities in the
tech sector for women, dispel myths
about tech being unsuitable for women,
and promote stories of successful female
tech professionals.

37% 48%

Of all respondents are

technologies. using digital

Of all respondents are not only
using digital technologies but also
contributing to their development

PREVIOUS ENGAGEMENT

29%

Of all respondents have participated in
at least one tech skills related activity

15%

Of all respondents have participated in
more than one tech skills-related activity

Of all respondents
comfortable using digital are not comfortable



Key country performance indicators that are evaluated below the

average are displayed on the lower part of the chart and the ones
that perform above the average are displayed on the top half.

L o]
2 [ Equal access to education ]
=
8 [ Enough mentorship programs ] | |
m o - ! I
SPECIALIST [ Free from harassment environment ]
O awmsiTiON
Respondents deﬁned theil’ key |0ng_term [ Enough deve|opment Opportunities ]
goal as becoming a better specialist
while in the short run, 59% prioritized [ Bott unit ] [ bassion for technol ] Talents in Latvia quite positively evaluated the ﬂ : :
strengthening their chances for etter career opportunities assion for technology country’s progress over the last 5 years, [ Coding and tech education schools]
promotion, 18% - to progress to a tech- ) o stating that there are enough development —
related role with their current employer, [ Work-life balance ] [HeX'b'“tY ][ Better pay ] opportunities, equal access to education, a [ Clear career opportunities ] [ Internships ][ Women role models ]
and 20% - to find a better employer. free from harassment culture and enough
L.otvion respond'er?'gs expressed practical ospects like Work— mentorship programs. 9 [ Clear promotion requirements ] [ Career in tech sector guidance ]
21 0/ ENTREPRENEURIAL life balance, flexibility, and better pay as their key motives
O AwmsiTiON to join the tech sector. They also chose this career path to [ Work-life balance ] [ Internal upskilling opportunities]
Respondents defined their long-term goal | 9€cess better career opportunities in addition to being Respondents identified technical skills
to build their own product. In the short run, driven by a general passion for technology. [ Enough women role models ] Respondents positively indicated that deve:loplng fgrmats such.as coding schools
25% of respondents expressed the goal of [ ° ; K uniti ] they clearly understood their potential and internships as effective formats to
gained the needed experience to build emote work opportunities Fresh talents also positively evaluated work- career opportunities and what they plrogress..Posmve )E/vomen”role models '? Gh
heir own business. In the lona run. 21% . X ! needed to do to get a promotion in close environment as well as career in tec
t . g run < Fresh talents also defined remote work opportunities as life balance, while experienced talents feel iti i i sector guidance was marked as an effective
expressed the ampbition to build their own their motive to enter the tech sector there are enough women role models in the addition to ha_vln'g upsk!lllng ; measures too
product, while 13% - to create their own ’ country. opportunities inside their companies. :
— business.
Goal Motivations Biggest Desired Positive Easiness to Desired
e barriers /T~ change change /|~~~ T T T T T T T T T T T TTTTTT progress [~ T T T T T T T T T TTTTTTT formats
" [ !c-locgiigfeoerdwi;)r;if; } Access to tech education (young age/requalification) Lack of mentorship
>
= [Higher oge][Lock of work_life bolonce] More programs supporting tech education When evaluating the easiness to progress in
= their careers, respondents mentioned a lack of
® P
L [ Fewer opportunities to learn ] More quality jobs Equal pay Work-life balance mentorship; yet, when evaluating |n|t|c|t|v§-:-s
=z that could help them progress, mentorship
] w was evaluated close to average.
As a key barrier women indicated that More career progression opportunities
it is harder for women to succeed in R
the tech sector than for men, More internal development opportunities
representing an even bigger Latvian women did not feel that they
Challenge for older Women Women Work-life balance More women role models received consistent and constructive
g:goahgoedi;ivgg] r?gg%;‘?r”e';‘ftseéo feedback to help them improve.
activities and to learn as compared to Even though respondents perceive a positive change
men of the same age. Finally, alack of in various topics, they still see space for improvements
work-life balance also keeps women and the need for change in many areas listed above.

from considering or entering the tech
sector.




w Poland

Country Maturity Level evaluation

In Poland, the tech sector is progressively acknowledging and
supporting women's participation, driven by a growing societal
acceptance and concerted efforts from both government and
corporations to enhance gender diversity. Although these
developments are positive, the field is still primarily male-
dominated, underscoring the need for ongoing initiatives to foster
an inclusive workplace. There's anticipation for more
comprehensive government-led strategies and incentives to
robustly promote and sustain women's involvement in technology
in the future.

Michal Kanownik
President, Digital Poland
Association

Joanna Pruszynska-
Witkowska
Co-Founder, Future Collars

“One of the barriers is
Mmale dominance. Women

"If you love Europe, you will
think about the future of

Europe. You think about are concerned that they
climate change, you investin might face a lack of
climate change improvements. tolerance for their needs.”
You should also think about the

talent.”

Companies are encouraged to lower
their immediate expectations and invest
in training programs that prepare
women for high-demand roles, rather
than expecting ready-made experts or
looking abroad for talent. The short-term
mindset is criticized as it overlooks the
long-term benefits of investing in and
retaining local talent by upskilling them,
especially in strategic areas like Al and
cybersecurity.

It is necessary to build awareness among
women about the opportunities in the
tech sector. This means educating
women on the possibilities within tech,
not just in hardcore programming but in
various roles where tech is applied.
Boosting their confidence to see tech as
a viable and approachable career option
is essential.

Some experts suggest that more robust
regulatory measures may be needed if
voluntary actions are insufficient. This
could include quotas for women in tech
positions or boardrooms, and policies
that mandate equal pay and
opportunities for advancement.

TECH SKILLS: SELF EVALUATION

57% 5%

Of all respondents are Of all respondents
comfortable using digital are not comfortable
technologies. using digital

technologies.

Of all respondents are not only

using digital technologies but also
contributing to their development

PREVIOUS ENGAGEMENT

16%

Of all respondents have participated in
at least one tech skills related activity

17%

Of all respondents have participated in
more than one tech skills-related activity




- Key country performance indicators that are evaluated below the
Po a n average are displayed on the lower part of the chart and the ones

that perform above the average are displayed on the top half.

L O o o
> Visible
=
7.} [ Better career opportunities ] [ Remote work opportunities ] progress
O : :
o OF speciavst . - : Coding and tech education schools
oAMBITION [ Work-life balance ] [FleX|b|I|ty ] [Better pay ] [ Equq| access to education ]
Internships
Respondents defined their key long-term [Work for the best employers ] [ Free from harassment environment ]
goal as becoming a better specialist ish q defined ol N ) Respondents identified technical skills
while in the short run, 23% prioritized Polish respondents defined practical aspects such as work- [ N ] developing formats such as coding schools and
’ . o o . Enough development opportunities . . .
strengthening their chances for life balance, flexibility, and remote-work opportunities as their 9 P idis internships as effective formats to progress.
promotion, 16% - to progress to a tech- motives to join the tech sector. Also, one of the key motives :
related role with their current employer, were wide career opportunities and the possibility to work for [ Work-life balance ] ﬂ [Online upskilling courses]
and 12% - to find a better employer. the best employers.
Talents in Poland agreed that there has been [Workshops for women in the tech sector]
28 o/ MANAGERIAL [ Passion for technology ][ To break stereotypes about women ] a positive change in the tech sector over the [ Clear career opportunities ] . .
O amBiTION last 5 years resulting in equal access to Online upskilling courses and workshops for
Respondents defined their long-term goal [ Positive impact on technology development ] education, a non-toxic culture, a free-from [ Clear promotion requirements ] women in the tech sectors were positively
to transition to a management role. In the harassment environment, and enough evaluated only by fresh talents.
short run, only 17% of respondents . ) development opportunities combined with . o —
expressed a yoq| to airlmothe experience Experienced talents also chose a passion for technology as work-life balance. Experienced women also Respondents positively indicated that [Posmve role models ]
P 9 9 XP their key motive. In addition to breaking stereotypes that . thev clearly understood their botential
needed to build their own business. : stated that there are enough job ey clearly understood their potentia . o , ,
= ; women cannot perform wellin the tech sector as well as to s s i d what th Having positive women role models in one’s
Similarly in a long-run only 15% of e 1 opportunities, and it is overall easy to career opportunities and what they )
Y g y o7 . have a positive impact on technology development. progress in the tech sector as a woman. needed to do to get a promotion. close environment was evaluated as an
L ;ﬁzlicioowsBtjs?:s;(:sosre;gornﬁlon to build effective measure only by experienced talents.
Goal Motivations Biggest Desired Positive Easiness to Desired
e barriers /T~ change change /|~~~ T T T T T T T T T T T TTTTTT progress [~ T T T T T T T T T TTTTTTT formats [/~ T
w Harder for women Access to tech education (young age) | Equal pay Lack of mentorship
S to succeed in tech
= - . Gender biases § Gender stereotypes When evaluating the easiness to progress in
Higher age || Lack of work-life balance . :
<L ) ) their careers, respondents mentioned a lack of
(IB [ . ] More programs supporting tech education mentorship; yet, when evaluating initiatives
Z PP that could help them progress, mentorship
As a key barrier women indicated that it Even though Polish women see significant progress in the was evaluated slightly below average.
is harder for women to succeed in the tech sector, there is still room for improvement especially
tech sector than for men, representing when it comes to pay equality, gender biases in the hiring Weak feedback culture
an even bigger challenge for older process, and general stereotypes. In addition, access to
women. Women also had fewer tech education could be improved at an early age and Polish women did not feel that they
opportunities to engage in technology- there could be more programs supporting women'’s tech received consistent and constructive
related activities and to learn as education. feedback to help them improve, although
compared to men of the same age. this was not evaluated as the major issue.
Finally, a lack of work-life balance also Experienced talents also feel there is room for
keeps women from considering or improvement in regard to ensuring a safe environment
entering the tech sector. while fresh talents selected toxic male culture as an
aspect to be improved. In addition, fresh talents also feel a
Experienced women also highlighted lack of more opportunities — more quality jobs, more
that sometimes they still think that internal development, and general career progression
stereotypes about women'’s incapability opportunities.
to work in the tech sector are true. The

number is just slightly below the
average, but itis still worth considering.




0 Romania

Country Maturity Level evaluation

INn Romaniaq, there has been a noticeable increase in
women participating in tech roles and
entrepreneurship, indicating growing inclusivity.
However, challenges persist with women still
underrepresented in senior technical roles and the
tech sector remaining male-dominated. The need for
visible role models is enhanced, alongside more
educational opportunities that encourage women to
enter and thrive in the tech field.

Diana Enachescu
Co-Founder, Tressori Space

Roxana Lupascu
Innovation & Business
Development Expert,
EISMEA "We have a growing
community of angel investors
that are women and are
focused on start-ups
founded by women, which is
another good thing, again
motivating the environment
for women in tech.”

“In schools and
universities, boys were
encouraged to study
maths and engineering,
while girls stuck to social
sciences.”

Employers are encouraged to adopt
hiring practices that are designed to
attract a diverse workforce. This could
mean inclusive language in job postings,
outreach to women's groupsin
universities, and recruitment at events or
through platforms that target women in
tech.

Building a community around women in
tech through mentorship programs,
regular meetups, and online forums can
provide ongoing support and networking
opportunities. These communities can
serve as platforms for sharing
experiences, challenges, and strategies
for success, which can be particularly
empowering.

Acceleration of women'’s career in tech
could be achieved by providing
mentorship programs, opportunities for
skill-building, and ensuring a fair
promotion process. It is necessary to
ensure equal pay by eliminating gender
pay gaps and promoting pay
transparency to guarantee equitable
compensation for all employees.

TECH SKILLS: SELF EVALUATION

82% 6%

Of all respondents are Of all respondents
comfortable using digital are not comfortable
technologies. using digital

Of all respondents are not only using digital
technologies but also contributing to their
development

PREVIOUS ENGAGEMENT

31%

Of all respondents have participated in
at least one tech skills related activity

17%

Of all respondents have participated in
more than one tech skills-related activity




o Key country performance indicators that are evaluated below the
Roma n Ia average are displayed on the lower part of the chart and the ones

that perform above the average are displayed on the top half.

w o) [ Equal access to education ]
>
- [ Schools are preparing for tech careers ] . .
‘7, T T
nough mentorship programs
Enough torship prog
o 5 60/ SPECIALIST - —
O AmBITION [ Enough women in tech communities ]
Respondents df—:-fined their key long-term [ Non-toxic culture ] [ Coding and tech education sohools]
goal as becoming a bet’ger specialist [ Better career opportunities ] ﬂ
while in thg short run, 34% prioritized [ Enough development opportunities ] Internships
strengthening their chances for [ Work-life balance ][FI ot ] [B tor ]
promotion, 20% -to progress to a tech- exiotlity etter pay [ Enough women role models ] [ Clear career opportunities ] . .
related role with their current employer, : [T ook cteroot ot ] Career in tech sector guidance
and 16% - to find a better employer. [ Passion for technology ] o break stereotypes about women [ Enough women in leadership ] [ Clear promotion requirements ] . B . .
o [ Fhol Jevel Respondents identified technical skills
Positive impact on technolo evelopment ] . - . i i
1 6 /o Eg‘-:-‘ﬁ;gﬁgj::f%&;;o" P 9y P Romanian women positively evaluate the [ Constructive feedback ] developing formats such as coding schools
. ) o current status of the tech sector stating that and internships as effective formats to
Only 16% of respondents defined their Romanian responqients had _Iots of mqtlves to join the.te'c.h it offers enough opportunities, has a Respondents positively indicated that progress. Romanian women gvercll also
long-term goal to transition to a sector. From prdcthal ones like Work—llfe.l:?alance, flexibility, sufficient amount of role models and women they clearly understood their potential pogltlvely evaluated careers in tech sector
management role or create their own lejd better pay to wider career opportunities. They werfe'qlso in leadership, as well as a non-toxic culture. career opportunities and what they guidance.
business. The ambition cuts in half when it | driven by a general passion for technology and the ability to needed to do to get a promotion. o ' '
comes to building their own products. breg|.< existing stereotypes about women as well as to have a Fresh talents also positively evaluated work- Women also positively evaluated their Surprisingly, mentorship and women in the
Even though 23% of respondents selected positive impact on technology developments. life and equal pay. feedback culture which was rare tech sector meet-ups were only selected by
that they want to gain the needed among other countries. fresh talents.
— experience to build their own products, the
ambition weakens in the long run.
Goal Motivations Biggest Desired Positive Easiness to Desired
oals f-——————— barriers |~ """~ —————- change | change progress |~ T T T T T T T T TS formats
Harder for women Access to tech education (requalification) Lack of mentorship
g to succeed in tech
= [Higher age] [Lock of work-life bqlonce] WOl N el e e Ce T When evaluating the easiness to progressin
< o . their careers, respondents mentioned alack
O More quality jobs Equal pay Gender biases f . . f
Ll [ Fewer opportunities to learn ] of mentorship mecmyvhlle only resh talents
Z evaluated mentorship as an effective

Environment safety Work-life balance

As a key barrier women indicated that it means to progress.

is harder for women to succeed in the More career progression opportunities
tech sector than for men, representing

an even bigger challenge for older More internal development opportunities
women. Women also had fewer

opportunities to engage in technology-

Lack of internal upskilling opportunities

Respondents also did not find enough
upskilling opportunities in their companies

related activities and to learn as Even though Romanian women see significant progress in during their careers
compared to men of the same age. the tech sector, there is still room for improvement 9 :
Finally, a lack of work-life balance also especially when it comes to pay equality, gender biases in
keeps women from considering or the hiring process, and the safety of the work environment.
entering the tech sector. In addition, there could be more programs and
investments supporting tech education, better access to
Experienced women also highlighted tech education for requalification purposes, and more
that sometimes they still think that progression and internal development opportunities.

stereotypes about women’s incapability
to work in the tech sector are true. The
number is just slightly below the
average, but itis still worth considering.




@ Slovakia

Country Maturity Level evaluation

In Slovakia, the tech sector presents both challenges and
proactive initiatives aimed at increasing female participation. “Aj
Ty v IT”, an organization established in 2012 has notably made
strides by educating over 43,000 girls and women across the
nation. Despite these efforts, societal norms and stereotypes
persistently view women's roles as primarily domestic, which
slows their entry into tech fields. Experts draw attention to the
lack of representation and biased targeting such as job
advertisements in the tech sector often using language and
imagery that cater predominantly to men, with terms like
"ambitious” and "fast-paced” as well as images of men, which
can deter women from applying.

Lucia Katrinakova
Portfolio Manager, League
for Digital Boost Lead

Olga Maximova

Director of Strategic
Partnerships and Outreach,
Respectful Al

“These are the things that
actually make women
leave tech — it's the
environment. They don't
have a sense of
belonging. You know,
they're the only one there.”

“Mothers have an amazing
influence on their daughters
as role models. So, if mothers
don't discuss technology, girls
might never pick up that
career path.”

There is a need for strong PR activities
that highlight success stories and the

potential for career changes into tech. By

publicizing stories of women who have
successfully transitioned into tech
careers at various ages, these
campaigns can help to break down

stereotypes and inspire other women. It's

important to demonstrate that it is
possible to enter the tech field without a
traditional background in technology

Implementing quotas or targeted
recruitment strategies to increase the
number of women in tech positions can
be controversial but effective as a
temporary measure to balance gender
disparity in the sector. Ensuring that
recruitment materials and job
descriptions are gender-neutral and
actively encourage applications from
women can also help increase female
participation.

The government can play a pivotal role
by funding programs that encourage
women to enter and remain in the tech
sector. For instance, investing in tech
education for women, providing
incentives for companies to hire and
promote women in tech roles, and
supporting childcare infrastructure to
help women return to work after
maternity leave.

TECH SKILLS: SELF EVALUATION

33% 50%

Of all respondents are Of all respondents
comfortable using digital are not comfortable
technologies. using digital

Of all respondents are not only
using digital technologies but also
contributing to their development

PREVIOUS ENGAGEMENT

48%

Of all respondents have participated in
at least one tech skills related activity

Of all respondents have participated in
more than one tech skills-related activity
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O awmsiTiON

Respondents defined their key long-term
goal as becoming a better specialist
while in the short run, 41% prioritized
strengthening their chances for
promotion, 12% - to progress to a tech-

related role with their current employer,
and 15% - to find a better employer.

190/ MANAGERIAL
O AMBITION

Only 19% of respondents defined their
long-term goal as transitioning to a
management role. The entrepreneurial
ambition to build their own product and
business is even lower, reaching only 14%.
Slovakian women did not show much
interest in gaining the experience needed

[ To break stereotypes about women ]

[Work for the best employers ]

[ Work-life balance ] [Flexibility ] [Better pay ]

Slovakian respondents defined practical aspects such as
work-life balance, flexibility, and better pay as their motives to
join the tech sector. Also, other key motives were wider career
opportunities and the possibility of working for the best
employers in addition to the possibility to break stereotypes
about women.

Experienced talents also defined a general passion for
technology and the possibility of making a positive impact on
technology development as their motives. Meanwhile, fresh
talents sought remote work opportunities.

Equal access to education ]

Schools are preparing for tech careers ]

Gender biases are uncommon ]

Not toxic culture ]

[
[
| Enough mentorship programs |
[
[
[

Enough development opportunities ]

Slovakian women positively evaluate the
progress of the tech sector within the last 5
years stating that there is equal access to
education, schools are well preparing women
fortech careers, gender biases in hiring as well
toxic-male culture is uncommon. Finally, they
also mention that there are enough
development opportunities and career-
supporting programs.

Experienced talents also see their current status
as safe from harassment and abuse, while fresh
talents have enough work-life balance.

Key country performance indicators that are evaluated below the
average are displayed on the lower part of the chart and the ones
that perform above the average are displayed on the top half.

Z

[ Clear career opportunities ]

[ Clear promotion requirements ]

Respondents positively indicated that
they clearly understood their potential
career opportunities and what they
needed to do to get a promotion.

[ Career in tech sector guidance ]

[Online upskilling courses] [ Mentorship ]

Respondents positively evaluated careers in
tech sector guidance, online upskilling courses,
and mentorship as a means to progress.

[ Coding and tech education schools]

Internships

Experienced talents also perceived coding and
tech education schools as well as internships as
effective ways to progress.

to build their own businesses in the
short-term, too.

Desired

Easiness to
progress

Positive
change

Desired
change

Access to tech education (young age/requalification)
Gender stereotypes | Equal pay [ Work-life balance

More quality jobs Environment safety
More career progression opportunities

Slovakion women identified the need for
requalification and for better access to education at
a young age. Also, essential aspects such as equal
pay, work-life balance, and environmental safety, as
well as quality jobs and career progression
opportunities need to be further improved.

Biggest
barriers

Motivations

formats

Lack of mentorship

Harder for women
to succeed in tech

When evaluating the easiness to progress in
their careers, respondents mentioned a lack of
mentorship, while they evaluated mentorship
as an effective format to progress.

[Higher oge] [Lcck of work-life bolonce]

[ Fewer opportunities to learn ]

NEGATIVE

As a key barrier women indicated that it
is harder for women to succeed in the
tech sector than for men, representing
an even bigger challenge for older
women. Women also had fewer
opportunities to engage in technology-
related activities and to learn as
compared to men of the same age.
Finally, a lack of work-life balance also
keeps women from considering or
entering the tech sector.

Weak feedback culture

Slovakion women did not feel that they
received consistent and constructive
feedback to help them improve.

Lack of internal upskilling opportunities

Respondents also did not find enough
upskilling opportunities in their companies
during their careers. They also noted that they
needed to develop their skills outside of work
to match their peers.




@ Slovenia

Country Maturity Level

evaluation

While there are initiatives and growing awareness about the need
for gender diversity in tech in Sloveniaq, the representation of
women remains low compared to some neighbouring countries.
Cultural stereotypes and educational barriers are identified as
significant obstacles from a young age, with career guidance
often not supporting girls’ entry into STEM fields due to prevailing
societal views of tech as a male-dominated field. While Slovenia
has implemented progressive policies to boost female
participation in tech, more substantial changes are needed in
educational systems, workplace cultures, and public perceptions.

Katja Mohar Bastar
Director, Director at Digital
Innovation Hub Slovenia

“In Slovenia, the Female
Engineer of the Year award
exposes the most impactful
women in engineering,
including those who might
e quietly working in areas
like nuclear reactors, so
they show to the public that
they exist.

Dr. Aida Kamisali¢ Latifi¢
State Secretary, Ministry of
Digital Transformation

"I would say that it's also on the
side of the women engineers,
women in tech. The part that
when we have the opportunity,
we should take it and put your
face out there for the
betterment of the community,
for this exposure.”

Provide specific training for teachers at
all educational levels to encourage and
support girls in STEM subjects, focusing
on debunking myths about gender and
capabilities in tech and fostering an
inclusive classroom environment. Train
career advisors in schools to actively
promote STEM careers to girls.

Make informatics and digital literacy
compulsory subjects starting from the
first grade in elementary schools. The
aim is to familiarize students, especially
girls, with technology early on,
demystifying the field and encouraging
interest. Develop and implement a
comprehensive digital competencies
catalogue to guide curriculum
development and ensure that the skills
taught align with current and future
market needs.

Advocate for policy changes at the
governmental level that aim to increase
the representation of women in tech. This
could mean lobbying for educational
reforms, financial incentives for
companies that promote gender
diversity, and stronger anti-
discrimination laws that protect women
in the workplace.

TECH SKILLS: SELF EVALUATION

41% 50%

Of all respondents are Of all respondents
comfortable using digital are not comfortable
technologies. using digital

technologies.

Of all respondents are not only
using digital technologies but

also contributing to their
development

PREVIOUS ENGAGEMENT

28%

Of all respondents have participated in
at least one tech skills related activity

16%

Of all respondents have participated in
more than one tech skills-related activity
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Key country performance indicators that are evaluated below the

L ]
SIavenlu average are displayed on the lower part of the chart and the ones
that perform above the average are displayed on the top half.

W o [ Equal access to education ]
> .
- [ Schools are preparing for tech careers ]
m . . .
2 [ Sufficient amount of supporting programs ]
3 70/ SPECIALIST : } }
O amaimion [Better career opportunities ][To break stereotypes about women ] [ Gender biases are uncommon ]
Respondents defined their key long-term )
goal as becoming a better specialist, [ Work-life balance ] [Flexibility ] [Better pay ] [ Free from harassment environment ]
while in the short run, 35% prioritized —
strengthening their chances for These were the factors identified as the key motives to join [ Enough development opportunities ]
promotion, 11% - to progress to a tech- tech by both fresh and experienced talents. The identified - [ Career in tech sector guidance ]
related role with their current employer, motivations were mostly practical and pertained to [ Work-life balance ] ﬂ
and 14% - to find a better employer. flexibility, work-life balance, Wider opportunities or better ' ) N [ Coding and tech education schools]
pay. Respondents also mentioned that they wanted to Slovenian women quite positively evaluated the
2 50/ MANAGERIAL OR break stereotypes about women in tech. progress of the tech sector within the last 5 [ Clear career opportunities ]
O ENTREPRENEURIAL AMBITION years, stating that there is equal access to P
25% of respondents indicated long-term [Work for the best employers ] [ Remote work opportunities ] education, schools are well preparing women [ Clear promotion requirements ] - ;
ambition tFZ) build their products ogr]\d for tech careers, and gender biases in hiring as P 9 Respondents positively evaluated careers in
transition to a management position. Fresh talents, unlike experienced ones, chose access to well toxic-male culture are uncommon. Finally, L tech sector guidance, coding and tech
Similarly in the short run, 22% selected remote work opportunities and the possibility to work for the they also mentioned that there are enough Respondents indicated that they education schools, and internships as a means
their goal to aain the needed experience | Pest employers as their motives. development opportunities and a good work- clearly understood their potential to progress. Fresh talents also selected online
tob %d gd t Positivelv. thi P biti life balance. career opportunities and actions upskilling courses and workshops for women in
O bulid d product. Fositively, this amibition needed, changes to get the desired tech as effective ways to progress.
B only strengthens in the long run. promotion.
Goal Motivations Biggest Desired Positive Easiness to Desired
e barriers / T~ change change progress /-~ T T T T T T T T T formats
w Harder for women Access to tech education (young age/requalification) Lack of mentorship
> to succeed in tech
- More programs supporting tech education .
< [Higher oge] [Lcck of work-life bolonce] When evaluating the ease of career
O More quality jobs Equal pay | Work-life balance progression, resppndents mentioned a
E [ Fewer opportunities to learn ] lack of mentorship.

Slovenian women identified the need for greater
access to education at a young age or for
requalification (requalification was a more important
factor for experienced talents). Also, essential

As a key barrier women indicated that it
is harder for women to succeed in the
tech sector than for men, representing

Weak feedback culture

an even bigger challenge for older aspects such as equal pay, work-life balance, and Slovenian women did not feel that they
women. Women had also fewer more quality jobs, as well as more programs received consistent and constructive
opportunities to engage in technology- supporting tech education were highlighted as feedback to help them improve.

related activities and to learn as
compared to men of the same age.
Finally, a lack of work-life balance also
keeps women from considering or
entering the tech sector.

needing improvement.

Fresh talents also expressed the need for a safer Lk ey niemel uEsldling epperiimiies

environment, more career progression, and internal

development opportunities. Respondents also did not find enough

upskilling opportunities in their companies

Experienced women also highlighted during their careers. They also noted that they
that sometimes they still think that needed to develop their skills outside of work
stereotypes about women’s incapability to match their peers.

to work in the tech sector are true. The
number is just slightly above the
average, but it is still worth considering.




Key country performance indicators that are evaluated below the
average are displayed on the lower part of the chart and the ones
that perform above the average are displayed on the top half.

== Austria

Ly
> (®)
- [ Better pay ] [ Flexibility ] [ Better career opportunities ]
]
2 [ Passion for technology ][ To break stereotypes ] } }
These were the factors identified as key motives to join the Vo -bl
o tech sector by both fresh and experienced talents. The ISIDIe
47 /o ls.\ﬁ;’l!lfl\gﬁr identified motivations were not only practical, pertaining to roaress
flexibility, wider opportunities or pay, but also reflected a P g [ Coding and tech education schools]
R dents defined their kev | _ general passion for technology and a desire to break o — —
espondents aefined thelir key long stereotypes that women cannot perform well in the tech Even though there is still room for [ Upskilling opportunities ] _ | |
term .gc?ol os'bepomlng a better . sector. improvement, our respondents indicated that Internships Role models
specialist while in the short run 36% there have been positive changes for women [ Clear career opportunities ] ‘
prioritized §trengthenlng their chances [ Work-life balance ] in the tech sector in the last 5 years. [ Workshops for women in tech ]
for promotion. [ Clear promotion requirements ]
Positive impact on Remote work [ Equal access to education ] . e .
o MANAGEMENT [ technology development] [ opportunities I Re.spondents.ldentlfled technical
(o) . . Respondents indicated that they had skills developing formats such as
AMBITION . . . . Sufficient amount of supporting programs upskilling opportunities inside their coding schools and internships
. L Fresh talents, unlike experienced ones, also identified work- X 9 opp d that th learl g scha PS.
Unlike 'Fhe mGJorlty of the researched life balance and remote work opportunities as their motives [ oo from horassment ervronment ] co:}l‘npclnle(s:I orr: ! that t e'yIC early But also indicated that role'models
countries, Austnons shpyved along- to join the tech sector. In addition, they also want to have a un erstoc?' their potential career and workshops for.women in tech
term ambition to transition to positive impact on technology development. opportunities as well as what _they are valuable experiences that can
management positions. [ Enough development opportunities ] needed to do to get a promotion. help to progress.
coals L Motivations Biggest Desired Positive Easinessto} Desired
barriers change change progress formats
Harder for women S i lit Lack of torshi
k to succeed in tech dy Inequdity CCK Of mentorsnip
>
- [ . ] Austrian women indicated higher pay as the key motivator -
< Higher age for joining the tech sector, but they still felt that they are or Even thou.gh. only fresh jcolents indicated that
(0) will be baid less than men mentorship is an effective way to progress, the
L [ Fewer opportunities to learn ] P ) majority of all groups’ respondents indicated that
< ; they did not have mentors in their careers. In
[ Lack of work-life balance ] addition, when evaluating the current situation in

As a key barrier women indicated
that it is harder for women to
succeed in the tech sector than for
men, representing an even a bigger
challenge for older women. Women
also had fewer opportunities to
engage in technology-related
activities and to learn as compared
to men of the same age. Finally, a
lack of work-life balance also keeps
women from considering or entering
the tech sector.

Some women also indicated that change is needed to
demolish gender stereotypes in recruitment processes.
When evaluating the country’s current performance,
experienced women also cited that stereotypes against
women still exist.

Access to tech education (young age/ requalification)

Experienced women also indicated that there is a need for
improved access to technological education both at early
age and later with the purpose of requalification.

[ Environment safety ]

Even through respondents defined the status quo as a safe
work environment, some still feel that it has room for
improvement.

Austria, respondents indicated that there are not
enough women in leadership positions.



A ykraine

Country Maturity Level evaluation

In Ukraine, the onset of the war in 2014 led to significant changes,
including the creation of initiatives like Beetroot Academy to help
internally displaced persons and other vulnerable groups find new
careers in tech. The situation has intensified the need for remote
work capabilities, which has become a significant aspect of the
tech industry in Ukraine, benefiting many women by providing more
flexible working conditions. The ongoing war has caused some
instability in terms of job security and availability, affecting the
number of available tech positions since international clients may
hesitate to engage with Ukrainian companies due to the unstable
situation. Despite these challenges, the tech sector remains a
relatively safe and viable employment area compared to others
more directly impacted by the war, such as manufacturing and
heavy industries, which have seen significant downturns.

Tamara Kazarova
Managing Partner,
Gravicon EU

Anastasiia Petrova
Strategic Partnerships
Manager, Beetroot
Academy

"Even small steps to make
small changes, it's already
a huge difference.”

“If you have a remote job,
you are more secure in
keeping it in case
circumstances of life
change.”

It's important to extend educational and
training programs to rural and
underserved communities where
opportunities in tech might not be as
visible or accessible. Mobile training units
or partnerships with local community
centres could be employed to reach
these areas. Developing training
materials and courses in the local
language and contextualizing content to
fit the cultural nuances can significantly
increase participation rates among
women in these regions.

Offer specifically designed requalification
programs that help women transition
from non-tech roles into tech-based
careers. This could be short-term
intensive courses that focus on the most
in-demand skills in the tech industry.
Also, create programs for women
returning to the workforce after a career
break, such as refresher courses,
internships, and mentorship
opportunities to help them update their
skills and reintegrate into the tech
workforce.

Encourage government bodies to provide
subsidies or financial incentives for
women enrolling in tech courses or for
companies that actively work to hire and
retain women in tech roles.

TECH SKILLS: SELF EVALUATION

43% 47%

Of all respondents are Of all respondents
comfortable using digital are not comfortable
technologies. using digital

Of all respondents are not only
using digital technologies but also
contributing to their development

PREVIOUS ENGAGEMENT

36%

Of all respondents have participated in
at least one tech skills related activity

N%

Of all respondents have participated in
more than one tech skills-related activity




o Key country performance indicators that are evaluated below the
' U ralne average are displayed on the lower part of the chart and the ones

that perform above the average are displayed on the top half.

Equal access to education ]

No more gender stereotypes]

POSITIVE

500/ SPECIALIST
O AamBiTION

[ Enough women in tech communities ]

[l [l
Free from harassment environment ] : :
Respondents defined their key long-term )
goal as becoming a better specialist Not toxic culture ]
while in the short run, 29% prioritized —
strengthening their chances for [ Work for the best employers ] [ Better career opportunities ] Enough development opportunities ]
promotion, only 6% - to progress to a , , [ Career in tech sector guidance ]
tech-related role with their current [ Work-life balance ] [Flexibility ] [Better pay ] [ Enough women in feadership ] ﬂ
employer and to find a better employer. [ Coding and tech education schools]
o ENTREPRENEURIAL These were the factors identified as key motives to join the Ukrainian women quite positively evaluated —
1 9 /o AMBITION tech sector by both fresh and experienced talents. The the progress of the tech sector within the last [ Clear career opportunities ]
identified motivation was mostly practical, pertaining to 5 years, stating equal access to education,

19% of respondents indicated the long- flexibility, work-life balance, wider opportunities, and better that gender stereotypes are no longer [ Clear promotion requirements ] Respondents positively evaluated careers
terr: cr;:bition tohbuild 'g\eir own product. | pay. present in workplaces, and that the in tech sector guidance, coding and tech
In the short run, the ambition to gain environment is free from harassment. There I i ; i
knowledge needed to build it was 31%, Experienced talents also mentioned the aim to break are also enough development opportunities, Respondents indicated that they f;;fst'fon;ég?g':; (]F?;jsmggz?;%ﬁ:os )
however in the long run it slightly stereotypes that women cannot perform well in the tech dedicated to women in tech communities clearly understood thelrdpothentlﬂl selected online upékilling courses as an
decreased. 17% of respondents also had a | sector. While fresh talents sought convenience by aiming to and women in leadership positions. career opportunities and what they effective and valuable format to progress
long-term ambition to create their own be able to work remotely. needed to do to get a promotion. '

business, while 12% - to transition to a
management position.

Desired Positive Easiness to Desired
change change progress /T T T T T T T T T T T T T T T TTT formats

Biggest
barriers

Motivations

w Harder for women Access to tech education (young age/requalification) Lack of mentorship
S to succeed in tech
- : : More quality jobs Equal pay When evaluating the ease of career progression,
< [H|gher 099] [LGCk of work-life balonce] respondents mentioned a lack of mentorship. However,
8 . More career progression opportunities when selecting the most effective formats to progress,
= [ Fewer opportunities to learn ] mentorship was evaluated below average by both

As a key barrier women indicated that it More internal development opportunities fresh and experienced talents.

is harder for women to succeed in the

tech sector than for men, representing Even though Ukl’GiniGn women qUIte pOSitiVely
an even a b|gger Cha”enge for older evaluate the current situation of the tech sector, they
women. Women also had fewer still see some space for improvement when it comes Ukrainian women did not feel that they
opportunities to engage in technology- to access to tech education at a young age or to received consistent and constructive
related activities and to learn as requalification. There is also a need for more quality feedback to help them improve.
compared to men of the same age. jobs and pay equality, more career progression
Finally, a lack of work-life balance also opportunities and internal development ) m »
keeps women from considering or opportunities which are desired by both experienced
entering the tech sector. and fresh talents.
Respondents also did not find enough
Fresh talents also would like to have more work-life upskilling opportunities in their companies
balance, while experienced talents would like to see during their careers. They also noted that they
more women role models in tech companies. needed to develop their skills outside of work

to match their peers.



- Tech sector
experience of the
Ukrainian in exile

This section explores how Ukrainian women, amidst the challenges of war,
are integrating into the value-added sector, focusing on opportunities for
economic empowerment and overcoming barriers to participation.

The Power Hub for Women in Tech

WOMEN
GO TECH



UKRAINIANS IN EXILE

UKRAINIAN EXPATS TECH
JOURNEY ABROAD

The report presents the findings from interviews conducted with twelve
Ukrainian female expats working in the tech sector, who relocated abroad
following the Russian invasion of Ukraine. These interviews provide
valuable insights into the experiences of these women as they adapt to
new professional environments in countries such as Lithuania, Germany,
Poland, and Sweden.

The report covers three main areas: barriers to professional integration,
comparisons of professional experiences, and the available support. It
offers an overview of the opportunities and difficulties Ukrainian female
expats face as they pursue jobs in tech industry overseas. The report also
provides suggestions on how to make the integration process better.

KEY TOPICS:

Barriers to progressional
integration

Differences in professional
experiences

Support resources

WOMEN
GO TECH



UKRAINIANS IN EXILE

Barriers to
Professional
Integration

The interviews with Ukrainian female expats
revealed several significant obstacles in
their efforts to establish themselves
professionally in new job markets abroad.
The main obstacles included language
challenges, lengthy job requirements,
adapting to a different style of
communication in the workplace, and
complex immigration process. These
barriers often delayed the ability to secure
employment and advance in careers.

The Power Hub for Womenin Tech

Language usage at the workplace is one of the
more frequent and critical barriers. In Sweden
expats’ ability to find a job can be strongly
limited without Swedish language proficiency
as good experience and credentials alone do
not guarantee a successful application. Even
when local language is not a prerequisite for
applying, it can still remain a limiting factor
even at later employee journey stages — it can
be challenging to integrate into workplace and
to feel a full-fledged member of the team when
most co-workers prefer speaking in a local
language.

Workplace communication has more nuance
than just language usage or preference in the
workplace. Workplace communication in
Ukraine is described as more direct and
straightforward, with clear and immediate
feedback, while, for example, in Poland
communication was said to be more subtle
and less direct. These differences tend to
create misunderstandings and make it difficult
for expats to gauge their performance or
integrate smoothly into the team.

WOMEN
GO TECH

Extensive job requirements is an obstacle often
encountered by expats in countries like
Germany and Poland. Contrary to the
common practice in Ukraine where skills and
experience are prioritised, employers in Poland
and Germany often require official diplomas
and certificates even for roles where, in
practice, having them was not necessary,
complicating expats’ professional integration.

Managing the paperwork and navigating
bureaucratic, complex processes of
immigration is a challenge, especially
burdening those with family responsibilities
and full-time jobs. A case was shared when a
job offer was reclaimed because of the
expiration of the Ukrainian expat’s work permit.
The company's rationale for this decision was
straightforward: "business cannot wait”.



UKRAINIANS IN EXILE

Barriers to
Professional
Integration

The topic of biases also emerged as a
challenge for some expats during their
professional integration. These biases,
related to factors like nationality,
gender, and age, affected experiences
influencing salary offers and career
opportunities. However, biases were
noted to be less severe in their host
countries compared to Ukraine, where
these issues were more prevalent.

The Power Hub for Womenin Tech

WOMEN
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“There are many Ukrainian migrants here in Warsaw, perhaps
around five thousand from the IT sector. They often discuss
salaries, and it seems like this is a common trend. For some
reason, employers expect that since we are not native, we will be
willing to work for lower salaries.” — a Ukrainian expat in Poland

Biases related to nationality and gender remain one of the barriers, with observed occurrences
when an expat employee is allegedly offered a lower salary due to their immigrant status, a
suspicion supported by comparing offers with those of others in a local tech community. Despite
such incidents, the biases faced by expats were deemed less severe in their host countries than in
Ukraine, particularly within leadership and technical roles.

Ageism, whether faced directly or ingrained, is yet another barrier affecting expats’ professional
advancement and confidence. The tech industry in Ukraine seems to favour younger employees,
particularly men, while older women are often perceived as less knowledgeable about new
technologies and less in tune with client needs. The past experiences of facing ageism continue to
follow Ukrainian female tech expats even when they move abroad, hindering their professional
progress and active pursuit of potential job opportunities, regardless of whether they encounter it
in the host country.



UKRAINIANS IN EXILE

Comparison of
Professional
Experiences

The observed differences in professional
experiences between Ukraine and the host
countries include job postings and
requirements, the general situation for
women in tech, work-life balance, and the
impact of the war on Ukraine’s tech sector.
Understanding these contrasts helps to
highlight how expats adapt to new
professional environments and the
opportunities and challenges they
encounter along the way.

The Power Hub for Womenin Tech

In the past years, job postings in Sweden have
become more inclusive, with fewer "'must-have’
requirements, and more skills listed as “nice-to-
have”. This approach contrasts with Ukraine,
where job postings often include longer and
more rigid lists of requirements. In Ukraine, the
focus is more on detailed qualifications, which
can make the job application process more
demanding and discouraging compared to the
more accessible and inclusive approach
observed in Sweden.

Different approaches to work-life balance are
observed, indicating Sweden as a good
example, where meetings are typically
scheduled between 9h00 and 16h00, allowing
for more flexibility. This contrasts with the more
intense work culture in Ukraine, where long
hours and a faster work pace are more
common, impacting personal time and well-
being.

WOMEN
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Women in Ukraine often face substantial
gender biases, particularly in technical roles
and leadership positions, where the industry
favours younger male employees. The
environment in Lithuania is seen as more
inclusive, with women holding higher positions
and opportunities being more merit-based.

The war in Ukraine has profoundly affected the
technology sector, as it is common for hiring
managers to avoid hiring men due to a fear of
conscription into military service, thereby
making women seemingly more viable for
hiring. Nevertheless, while the chance of being
hired has increased, women continue to face
barriers, such as being offered salaries that are
lower than their male colleagues.



UKRAINIANS IN EXILE

Comparison of
Professional
Experiences

The unwritten rules and expectations in the
host country's job application process poses
another problem for the Ukrainian expats.
Insufficient knowledge of such an unwritten
rule can enormously influence the job
search of an expat. Lacking knowledge of
local practices, expats can unknowingly
send incomplete applications, further
removing them from the selection process.
This sometimes leads to frustration and
delay in getting the first jobs in a new
country.

The Power Hub for Womenin Tech
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“I was not realizing how important this reference is for the
company I'm applying for. In fact, that's very important. And
that's maybe even the first thing they're looking at.” — a Ukrainian
expat in Germany

Varying expectations for CV formats and application materials when abroad is a challenge for
expats. For example, in Germany, providing a reference letter, especially from a German
company, is deemed very important, even if this is not indicated in the job posting.

Expats coming from non-EU countries are often unaware of the need to include a GDPR consent
statement in their CV, an important requirement in the EU job application process. Without this
statement, companies are often unable to process applications due to strict data protection
regulations. As a result, their applications might be ignored, leaving them puzzled by the lack of
responses.
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Support
Resources

The kinds of support discussed with
expats include company assistance,
professional networks, mentorship
programs, and government aid. These
types of help are important and makes
it easier for Ukrainian female expats to
cope with the challenges of becoming
part of new communities in other
countries.

The Power Hub for Womenin Tech

Some expats were supported by their
companies during the relocation process. For
instance, a local Lithuanian company provided
financial and accommodation assistance, as
well as professional development opportunities.
An American company with offices in Ukraine
and Germany offered all Ukraine-based
employees an opportunity to transfer to their
German and American offices. The company
also provided temporary accommodation and
informational support ensuring a smoother
integration into the new work environment.

Mentorship programs provides useful guidance
for Ukrainian women expats. In Lithuania, the
"Women Go Tech” program helps them
navigate the tech industry and build confidence
in their careers. Additionally, in Poland,
mentorship from local Ukrainiaon communities
and women-in-tech organizations supports
them in preparing resumes and improving
interview skills, helping them to enter a local job
market.

WOMEN
GO TECH

Ukrainian expats often rely on professional
networks to secure employment and build
connections. In Poland, a large Ukrainian tech
community on Telegram helps expats
navigate job searches and connect with local
recruiters.

Many find the support provided by the
government helpful. In Germany, Ukrainian
refugees benefit from language courses, which
improved their employability. In Lithuania, the
government facilitates quick access to
residence permits and ensures that important
information is available in Ukrainian and
Russian, helping relocated Ukrainians establish
themselves more easily in the country.
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Support
Resources

While remote work has provided
stability and flexibility during the
transitions between countries for many
Ukrainian women, they have often
expressed a desire for on-site positions
to foster a stronger sense of community
and better integrate into their new
environments.

The Power Hub for Womenin Tech
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“If you are building a life from zero, start with the
communities.” — a Ukrainian expat in Sweden

Remote work has served as a bridge, allowing many to move to another country, while keeping
the jobs in their companies. This ensured a measure of continuity in a life broken by war. When
some expats moved abroad, they continued working remotely for their employers who provided
logistic and financial support during the transition. This arrangement gave them the chance to
settle in their new country without the immediate pressure of searching for employment in the
new location and time to acclimatize and find new opportunities.

Ukrainian expats who benefited from remote work also expressed a wish to shift to on-site
positions to combat isolation and better integrate into the local community. While remote work
offered practicality, it often resulted in feelings of loneliness and disconnection from the local
culture. Expats viewed on-site work as a chance to enhance their language skills, interact more
closely with colleagues, and build a stronger sense of community in their new surroundings.
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RECOMMENDATIONS: EXPAT INTEGRATION

The following recommendations come from the reflection of relocated Ukrainian women,
focusing on possible improvements in the integration process that would reduce the
challenges in professional environments abroad.

4 N N O I

MENTORSHIP PROGRAMS LANGUAGE TRAINING NETWORKS AND COMMUNITIES
Mentorship programs were highlighted as Providing comprehensive language Ukrainian expats advise their

an important means of support. These courses and cultural orientation would counterparts to actively engage in
programs could offer personalized ease the challenges of workplace professional networks and local
guidance on resume building, interview communication caused by language communities in order to build
preparation, and career development, barriers. Companies could offer more connections, find job opportunities, and
helping expats integrate more effectively accessible language trainings to help receive support. Joining relevant groups
into the local job market. The "Women Go expats better integrate into their new and participating in local events can
Tech’ program in Lithuania was indicated communities. greatly facilitate the integration process.
as a successful model. The ways of finding such communities

include LinkedlIn, Facebook groups,
Telegram chats, meetup.com platform,
in-person, industry specific meet-ups,
Ukrainian expat communities.
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RECOMMENDATIONS: WOMEN IN TECH

These recommendations, gathered from interviews with Ukrainian female expats, aim to
address the challenges and barriers women face in the tech industry, offering practical
solutions to enhance inclusivity and career advancement.

WOMEN
GO TECH

INTRODUCTION TO TECH
INDUSTRY

To help women better understand
the various career paths in the tech
industry, organizing tech company
fairs and expos could be effective.
These events would provide a
platform for women to interact with
professionals from different tech
fields, learn about various roles, and
gain insights into the skills and
qualifications required for each
profession.

PRACTICAL CONNECTIONS
BETWEEN ACADEMIA AND
INDUSTRY

Strengthening the link between
academic institutions and the tech
industry is suggested for providing
women with practical skills and
knowledge that are directly
applicable in the workplace. This
means offering more internship
opportunities, industry projects, and
collaborative programs.

GENDER-BALANCING
INITIATIVES

Implementing gender-balancing
initiatives, similar to those in Sweden,
can promote equality in the
workplace. Simplifying job postings
by reducing "'must-have”
requirements and categorizing more
of them as "nice-to-have" helps
attract more female candidates, who
often tend to undervalue their
qualification. Additionally,
mandatory paternal leave policies in
Sweden require both parents to take
time off, preventing the career gap
that often affects women due to
maternity leave.

ACCURATE INFORMATION
ABOUT THE TECH INDUSTRY

It is important that educational
institutions and social media present
a balanced view, emphasizing that
while tech offers great opportunities,
it also requires hard work and
continuous learning. Tech studies are
often advertised with a focus on an
easy lifestyle and guaranteed job
placement, which does not reflect
the reality of the demanding nature
of tech careers. Accurate
representation can help set
appropriate expectations for those
entering the field.




About Women Go Tech

The organization “Women Go Tech” is an NGO whose mission is to navigate
women towards careers in tech. It is doing it by utilizing business professionals’
mentoring sessions, providing tech content, events, and a multi-layer
community. Started as the first mentorship program for women in Lithuania in
2016, now expanded activities in the CEE region with focus on Baltics, Poland,
and Ukraine.

In 2024 Women Go Tech won the European Digital Skills award in the “Women
in ICT” category. The awards dre organized by the European Commission.

The organization is committed to educating 20,000 women on the use of Al
tools and applications in Central and Eastern Europe by 2025.

| oo |

The Power Hub for Womenin Tech


https://www.womengotech.com/
https://www.womengotech.com/

WOMEN
GO TECH

The Power Hub for Women in Tech CEE region 13 countries 5 200+ participants 40 experts
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