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Research Project Overview

What We Set Out to Learn

The disparity between men and women in the
tech industry (or in technical roles) is well-
documented. A 2021 report by McKinsey?, for
example, concludes that women hold only 34%
of entry-level engineering and product roles,
and just 26% of all first-level management
positions. Similarly, the National Center for
Women and Information Technology? reports
that, in 2021, only 26% of all professional
computing jobs in the United States were held
by women. And, research conducted in 20223,
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suggests that women are 65% more likely to be
laid off than men in the tech industry. Such data
paints a bleak picture for women looking to
make a career in the tech industry, nationally. At
local levels, though, it’s possible that women
have more positive experiences in tech-related

roles.

In early 2023, SGF Women in Tech, an interest
group located in Springfield, MO, set out to
better understand the lived experiences of
women and gender minorities who are part of
southwest Missouri’s tech workforce.
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This research examined Southwest MO tech

Key Learnlng workers’ experiences including employment
ObjeCtives preferences, professional development, and

socio-emotional work aspects. There was a
specific emphasis on the experiences of
women and gender minorities working in tech.

— Employment Experiences and Preferences. A central hypothesis of this

research was that women might evaluate the desirability of jobs and
workplaces differently than men. For instance, do women prioritize different
benefits than men and, if so, what kinds of benefits could employers offer
to be more attractive to women? And, do women and men choose to work

in the tech industry for different reasons?

& Professional Development. This area of the research program was
focused on determining what, if any, differences exist in women’s
encounters with professional development and career advancement
opportunities. For example, participants were asked to share their
experiences regarding the kinds of development opportunities available to
them and their employers’ level of support for such initiatives.

rQO(% Socio-Emotional Experiences at Work. A consistent theme in early
[ discussions of this research program was that women might feel differently

about items traditionally related to employee engagement, including how
supported they feel at work, their experiences with team-building activities,
and their opportunities to do what they do best everyday. A related portion
of this area of research sought to determine if women had meaningfully
different experiences with workplace discrimination and if they encounter

barriers when attempting to resolve those issues.

P
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Who We
Heard From

Industry, Organization, and Respondent Information

The research program included an electronic survey
and focus group discussions to examine key issues.
We received 363 responses to the electronic survey.
Focus groups featured a dozen women working in
tech roles in southwest Missouri.

Additional information about survey respondents
and focus group participants can be found in the

following pages.
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Individual Respondent Demographics

Educational Attainment Current Job Level

Completed Some High School 1% Owner/Executive/C-Level 9%
Graduated From High School 5% Senior Management 12%
Completed Some College Courses 19% Middle Management 17%
Graduated From College 54% Senior 26%
Some Graduate School 7% Intermediate 27%
Completed Graduate School 14% Entry Level 7%

2% “Other”

Age & Gender 9 47% Female @ 52% Male Q 1% Non-binary

18to 24
25t0 34
35 to 44
45 to 54
55 to 64

65+

0% 5% 10% 15% 20% 25% 30% 35% 40% 45%

S
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Individual Respondent Demographics

Individual Income

Under $14k
$15k—$29k
$30k—$50k
$50k—$74k
$75k—$99k
$100k—$149k
$150k—$199k

Over $200k

0% 5% 10%

Survey respondents largely report high
individual income levels. Almost half (~47%) of
the respondents earn between $75,000 and
$150,000 annually. Another 16.11% of
respondents earn over $150,000.

P

15% 20% 25% 30%

Income Disparity: Men were more likely
(at a statistically significant level) to
indicate they had higher salaries than
women. This topic is highlighted in the
section about key differences.
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Individual Respondent Demographics

Total Years in Tech

Less Than a Year

1-5 Years

11-20 Years
21-30 Years

31 or More Years

o
O\ I

0 5% 10% 15% 20% 25% 30% 35%

Working Environment
100% Remote
100% In-Office
Mostly Remote

Mostly In-Office

Split Time Evenly

0% 5% 10% 15% 20% 25% 30% 35%
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Organizational Characteristics

Number of Employees

Less Than 10 8%
11 t0 20 13%
21 to 50 12%
51 to 100 6%
101 to 500 21%
501+ 40%

P

Customer Base

Primarily Local 12%
Primarily Regional 21%
Primarily National 54%
Primarily International 13%

Local Office
Presence

@ 83% of respondents do have a
physical office in the Springfield or
Joplin metro.

@ 17% of respondents do not
have a physical office in the
region.
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Benefits

What Local Tech Employees Have & Desire

This portion of the research was focused on
understanding the benefits local tech employees
receive through their employers today, while also
gaining an understanding of the types of benefits
these same employees wish their employer offered.
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Benefits

This research assessed current and desired
benefits among local tech employees, specifically
aiming to identify gender-based preferences for
benefits. The goal was to suggest benefits that
could make local employers more appealing to
female tech workers.

Here's what survey respondents said about what benefits
they have or do not have. Benefits are in ascending order,
with the benefits that most people do have listed first.

9999

Dental insurance Retirement Paid Time Off Employer-Sponsored
Contributions Healthcare
Vision Insurance Professional Remote/Flexible Paid Medical Leave
Development Working
Unpaid Medical Paid Parental Leave Stock Options Profit Sharing
Leave/FMLA
® Has @ Does Not Have

P
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Local tech workers
desire profit sharing,
stock options, and
paid parental leave.

The Benefits Local Tech Workers Want

The two least common benefits received by Top Desired Benefits
survey respondents are at the top of the list
when local tech workers are asked which Profit Sharing 40%
benefits they wish their employers would Stock Options 30%
provide. Both men and women reported a

. , , . Paid Parental Leave 22%
strong desire for profit sharing, stock options,
and paid parental leave. This suggests that men Wellness Perks 20%

and women in tech largely desire the same
things when it comes to considering the benefits
they don’t currently receive.

P
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Commonalities

Shared Sentiments Among Men, Women & Gender Minorities

Although this study focused on the distinct
workplace experiences of women and gender
minorities compared to men, several commonalities
were evident among all survey respondents.
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Male and female tech
workers report

similar rates of job
satisfaction and
work life balance.

Shared Perspectives

While this research aimed to uncover any key Overall, | am satisfied with my job:
differences between men and women as it - 68.66% of Women Strongly Agree or Agree
relates to working in tech in southwest Missouri, — 71.24% of Men Strongly Agree or Agree
male and female survey respondents reported

very similar sentiments on a variety of items, | am motivated to give my best at work:
including job satisfaction, organizational — 74.62% of Women Strongly Agree or Agree
commitment, priorities when choosing or — 72.41% of Men Strongly Agree or Agree

looking for a job, and feelings of self-doubt or
| feel a strong sense of commitment to my

inadequacy. L

organization:
Male and female respondents reported similar — 58.21% of Women Strongly Agree or Agree
degrees of job satisfaction, motivation, — 60.96% of Men Strongly Agree or Agree
organizational commitment, and work-life
balance. These assessments were generally | have a good work-life balance:
pOSitive, Suggesting that local tech employees — 63.63% of Women Strong|y Agree or Agree
are largely satisfied and motivated when it — 65.75% of Men Strongly Agree or Agree

comes to their current work.

W~
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Male and Female Tech Workers Are
Motivated by the Same Factors when
Considering Roles

The research suggests that local men and
women working in tech are largely motivated by
the same factors when considering why they
chose their current job and when asked to
consider what factors they would prioritize if/

when considering a new job.

Compensation Matters Most

When asked to rank the factors that led them to
chose their current job, survey respondents
cited Salary (which includes bonuses and other
forms of compensation) as having been the
single most important factor in their decision.
Salary also outranked all other considerations
(including benefits, a flexible working
environment, and company culture) when
respondents were asked to consider what
makes a job most desirable if they were to look
for a new job in the tech industry.

P

Additional Similarities

Male and Female Tech Workers
Experience Feelings of Self-Doubt
and Imposter Syndrome

Working in tech is often characterized by an
innovative spirit, frequent change, and
untapped opportunities. But in an industry
where new languages, tools, and methods are
always emerging, it’s no wonder many tech
workers feel like they don’t know enough.

The psychological phenomenon commonly
referred to as “imposter syndrome” is
characterized by persistent feelings of
inadequacy and a fear of being exposed as a
“fraud,” despite evident competence - and it’s
pervasive among tech workers, no matter how

much experience one may have.

At any point during your time in the tech
industry, have you ever experienced
feelings of self-doubt or inadequacy in your
professional role, commonly known as
imposter syndrome:

— 78.2% of Women Responded Yes
— 77.93% of Men Responded Yes
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Distinct Differences

Variations in Compensation, Representation & More

Clear distinctions emerged between men, women,
and gender minorities when research participants
were asked about important issues such as fair

compensation, representation, and discrimination.
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Earnings & Compensation

58% of women indicated 73% of men indicated
that they were paid fairly that they were paid fairly

as compared to others as compared to others
within their organization within their organization

Men Have Higher Salaries Education & Perception
Many research participants cited the tech This might also reflect distinctions in role/job
industry’s historically high salaries as part of level. Men were much more likely to identify as

what drew them to the industry. And while many ~ Owners/C-Suite/Executives (13% of

respondents report earning $74,000 or more respondents as compared to 5%).

annually, there were clear differences between

what men and women earn. Alternatively, women were much more likely to
identify as “Senior Management” (16% as

Men were more likely (at the level of statistical compared to 8%) and “Entry Level” (10% as

significance) to indicate they had higher compared to 3%).
salaries than women, with ~45% of male
respondents earning over $100,000 as

compared to ~24% of women.

P
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Earnings & Compensation Breakdown

Under $15k @ $15k-$29k $30k—$49k @ $50k—$74k
$75k-$99k @ $100k-$149k @ $150k-$200k @ Over $200k

o . - -
" I . _

Individual Income

0% 20% 40% 60% 80% 100%
Owner/Exec/C-Level @ Senior Management Middle Management
Job Level . |
@ Senior Intermediate @ Entry Level @ Other
o - .
" - I
0% 20% 40% 60% 80% 100%

P
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In focus groups,
women valued In-

person work for the
peer learning and team
interaction it offers.

Remote Work Across Genders

Women aren’t as likely to work in fully remote positions.

34% of male respondents indicated that they work remotely 100% of the time, as compared to

only 23% of women.

Woman

@ 100% Remote @ 100% In-Office Mostly Remote @ Mostly In-Office ¢ Split Time Evenly

100%

P
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Only 64% of women
indicated that

women were well-
represented in
leadership positions.

Representation & Networks

Women are slightly more likely to indicate that Are women well represented in
women are not well-represented in leadership leadership at your current employer?
positions at their current employer. Only 64% of

women indicated that women were well- Women LA -

represented in leadership positions at their

current employer as compared to 73% of men. Men 73% Yes -

Lastly, it seems that men are reliant on their networks for finding new opportunities in the tech industry.
70% of male respondents indicated that, if they were looking for new jobs in tech, they would solicit
recommendations from trusted colleagues, friends, and family members, compared to only 56% of
women. Men are also more likely to rely on job-finders sites (e.g., Indeed) as compared to women
(80% to 69%).

P
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Industry Intentions

Women are more likely to leave tech.

Only 53% of female respondents indicated that
they intended to stay in tech for the duration of
their careers, as compared to 71% of male
respondents. One reason for this may be
because tech workplaces aren’t providing
opportunities that are as enticing to female
employees.

Experiencing a culture of mentorship and
support, having access to training opportunities,
and being encouraged to participate in relevant
associations can all contribute to high
employee engagement and reduced turnover.
However, men and women had meaningfully
different perspectives when asked about the
availability or accessibility of these types of
opportunities.

DaC

Only 53% of female
respondents

indicated that they
intended to stay In
tech for the duration
of their careers.

Would you be interested in having a
formally defined mentor or mentee?

Women 70% Yes -

Women are more interested in formal
mentorship programs than their male
counterparts, and few companies offer them.
Nearly 70% of female respondents indicated
they would be interested in a formal mentor/
mentee relationship, as compared to only 56%
of men. Only ~28% of respondents, generally,
indicated their employer offers any type of
formal mentorship program.
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Company Provided Training Opportunities

Men were significantly more likely to indicate that their company provides
technical training.

76% of male respondents said that their current employer provides technical training, as
compared to just 53% of women.

Technical Trianing @ Management/Leadership Training Certifications

@ Financial Support to Attend Conferences/Events Continuing Education @ Tuition Assistance

These differences could relate to distinctions in This finding seems confirmed by membership in
sub-industry and relevant technical local associations, as 60% of male
requirements. Men were significantly more respondents indicated that they are a

likely (37% of respondents) to indicate that they member of SGF Devs, compared to only
work in “Software and Development,” as 28% of women.

compared to only 26% of women. Alternatively,

women were much more likely to indicate that

their companies were in a Marketing-related

field (9% as compared to 3%).

N\
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Discrimination

Women are much more likely to
report having experienced some form
of discrimination in the tech industry.

Nearly 46% of female respondents indicated
they had experienced some form of
discrimination (e.g., gender, race, age, sexual
orientation) during their time in the tech
industry, as compared to only ~16% of male
respondents.

While male respondents were less likely to
report having encountered discrimination in the
workplace, they were also more likely to
express that they were comfortable reporting
issues of discrimination to a manager or HR
representative. 43% of male respondents said
they were very comfortable reporting
discrimination-related issues, while only 31% of
women reported such comfort.

DaC

J

46% of female
respondents

indicated they
had experienced
some form of
discrimination.

This lack of comfort might be related to the
processes, procedures, or cultural/
environmental factors (among other potential
items) that create barriers to reporting. 41% of
female respondents indicated that, during their
time in the tech industry, they had experienced
barriers when seeking support or addressing
workplace concerns related to discrimination,
as compared to 16% of men.

Interestingly, level of comfort with reporting
issues was not related to the likelihood or
frequency with which issues are reported to an
HR representative. For example, when asked if
participants had, while working for their current
employer, formally addressed an issue with HR,
38% of women said yes, compared to only 24%

of men.

Tech Workplace Survey Report Page 22



Conclusions

Charting a Path Forward

As we consider the research findings, clear
recommendations emerge for employers looking to
attract, retain, and engage a diverse pool of tech
talent.
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Takeaways for
Employers

Attracting & Retaining Tech Talent

This research uncovered a variety of
noteworthy takeaways for employers in
southwest Missouri that are interested in
attracting and retaining talented technology
workers.

Perhaps no message came through louder than
this: compensation matters most. Across all
genders, total compensation ranked #1 when
respondents identified why they chose their
current job, and what they would prioritize first if
they were to look for a new job. And tech
employees aren’t just looking for high-paying
roles. They’re also focused on flexibility, both
in terms of when they work and where they
work. Employers need to prioritize both to be
competitive.

Employers also need to enhance development
opportunities, especially for women, who
report being interested in formal mentoring
programs, professional training, and continuing
education at higher rates than their male peers.
And managers need development, too. Great
managers can make the difference between
teams full of committed employees or
consistently open positions.

D

Addressing Workplace Barriers

Lastly, employers need to carefully consider
barriers within their workplace. Local female
tech employees consistently reported facing
workplace discrimination and facing barriers to

addressing these instances.

If employers are interested in attracting and
retaining diverse talent, organizations have to
meaningfully move the needle on these critical
issues.
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Springfield Women in Technology

Building a Better Future

The call to action is clear: build a culture that
allows your business to secure top tech talent
among women and gender minorities. In an
industry where talent attraction and retention is
a major challenge, the door is open for
businesses to establish a competitive
advantage by establishing a culture that creates
a welcoming, supportive, and safe environment

for untapped talent.
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Download This Report Online

Interested in sharing this report with others?
A free download of this report summary can be
found on Habitat’s website at the link below:

N

-
Download this report summary at
www.teamhabitat.com/WITReport
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