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Europe is short of digital talent, and is not making use of the qualified women it

already has - and the cost of that is measurable, not just symbolic.
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Why fewer women reach the top

in ICT specifically

4 mechanisms backed by research

1. Evaluation Bias

When criteria like “leadership potential”
are loosely defined, evaluators tend to

credit a man’'s success to his own ability

and a woman's success to her team or
circumstances. This quietly tilts who

appears “ready” for promotion.

2.Unequal access to visible projects

The high-profile assignments that build a

case for promotion are often handed out
informally by managers, not through open

competition - and that allocation skews

towards men.

3.Weaker sponsorship

A sponsor is a senior person, who actively
advocates for someone’s promotion,
unlike a mentor that mainly gives advice.
Sponsors tend to back people similar to
themselves - and most senior technical

leaders today are men.

4. A narrow idea of ‘looking like a leader”’

In engineering-heavy environments, traits that
read as ‘leadership-ready’ - such as technical
assertiveness and comfort with risk - are often
culturally coded as masculine, regardless of

whether or not they affect actual leadership skill.

None of these four mechanisms is disputed in research literature. What is missing here is EU data on how strongly
each one operates specifically in ICT - and at which career stage.
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HOW TO READ THIS:
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in that phase.
WHAT THIS MEANS...

ICT education records the lowest EU-average score. Leadership scores similarly to STEM education
and digital employment. The results therefore confirm that gender inequalities persist across the
pipeline, including at leadership level, but they do not identify where women'’s progression stalls or

which mechanisms prevent promotion. That is the evidence gap this Brief seeks to address.
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The data gap in plain terms

What EU and
national statistics
already track well
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which of the four barriers
above matters most, and
what career stage

In economic terms: we measure the inputs (education, entry-leveljobs) reasonably well, but not the one output -

promotion - where the barriers above would be expected to show up most clearly.




