
D I S P L A C E M E N T  A N D  M I G R A T I O N   A S  A  C H A L L E N G E  

F O R  P R O F E S S I O N A L  C A R E E R :  N E W  S T A T E S  O F  L A B O U R

ADDRESSING GENDER IMBAL ANCE  
IN IT COMPANIES IN UKR AINE

Viktoriya Kulyk

https://doi.org/10.61095/815-0047-2026-1-104-122

© Viktoriya Kulyk
Doctor of Economics, Professor 
Department of Management and Logistics,  
Yuri Kondratyuk Poltava Polytechnic
E-mail: feup.Kulyk@nupp.edu.ua 
ORCID: https://orcid.org/0000-0002-3271-7845

Abstract. Gender imbalance in the Ukrainian information technology (IT) 
sector remains a critical issue, with women significantly underrepresent-
ed in both technical and managerial roles. In 2024, women comprised only 
26 percent of the IT workforce, highlighting persistent disparities despite 
recent sector growth. This study investigates the socio-professional cha
racteristics of female IT specialists in Ukraine, aiming to identify patterns 
in employment, career progression, and income, as well as to assess the 
influence of education, English proficiency, work experience, family sta-
tus, and organizational factors on professional development.
The empirical basis of the study comprises 26 in-depth surveys conduc
ted with women working in diverse IT companies. The questionnaires 
collected information on respondents’ educational background, employ-
ment type, professional role, income, career intentions, mentorship ex-
periences, and perceptions of gender-related challenges in the workplace. 
Descriptive statistical analysis and correlation methods were applied to 
examine the relationship between key variables, including age, years of 
experience, and monthly income. The results indicate that higher educa-
tion and advanced English language skills are associated with greater ac-
cess to senior positions and higher income, while income levels are more 
influenced by company sector and professional role than by years of expe-
rience. Mentorship, ongoing professional development, and willingness to 
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assume managerial responsibilities emerged as important factors for ca-
reer advancement.
The study emphasizes the role of inclusive leadership, supportive organi-
zational culture, and targeted managerial strategies in fostering equitable 
workplaces. Digital tools and technologies were identified as enablers of 
professional growth, providing women with improved access to resour
ces, training, and networking opportunities. The findings underscore the 
necessity of coordinated efforts among companies, educational institu-
tions, and governmental agencies to address systemic barriers, promote 
women’s participation in IT, and strengthen the sector’s competitiveness.
By providing empirical insights and practical recommendations, this re-
search contributes to the development of a more inclusive and innovative 
IT ecosystem in Ukraine, highlighting strategies to reduce gender dispari-
ties, enhance professional opportunities for women, and support sustain-
able sector growth.

Keywords: Career, Gender Equality, Gender Imbalance, IT company, Lea
dership, Management, Remuneration. 

Introduction

The Ukrainian information technology (IT) sector is a crucial driver 
of economic growth and digital transformation. Despite its rapid ex-
pansion and the rising demand for skilled professionals, the industry 
continues to exhibit a pronounced gender imbalance. Women remain 
underrepresented across technical and managerial positions, limiting 
both their professional opportunities and the sector’s potential for in-
clusive and sustainable development (Lagesen et al. 2021).

This persistent disparity results from a combination of systematic 
barriers, organizational practices, and culture stereotypes that shape 
career trajectories, influence compensation patterns, and restrict ac-
cess to leadership roles (Mills 2011; Smith et al. 2020). Consequently, 
the underrepresentation of women not only hinders individual career 
development but also restricts the innovative capacity and global com-
petitiveness of Ukrainian IT companies (Kraugusteeliana 2023).

To effectively address these challenges, it is essential to examine 
the professional and socio-demographic characteristics of women in 
the IT sector, including their education, work experience, family res
ponsibilities, and perceptions of organizational support. Understan
ding factors such as career intentions, mentoring experiences, mobility 
plans, and perceived gender bias provides critical insights for develo
ping strategies to reduce disparities, promote inclusivity, and support 
equitable career advancement within the Ukrainian IT industry. 



Objectives of the Study 

The purpose of the study is to examine the professional and socio-de-
mographic characteristics of women working in the Ukrainian IT 
sector, to identify patterns in employment, career progression, and 
income, and to assess the impact of factors such as education, work 
experience, family status, and organizational environment on their 
professional development. Additionally, the study aims to explore 
mentoring practices, career intentions, and mobility plans, with the 
objective of informing strategies to reduce gender disparities and pro-
mote inclusivity in the IT industry.

Review of Related Literature

The issue of gender imbalance in the IT sector has been widely dis-
cussed, with research emphasizing socio-economic, cultural, and or-
ganizational determinants of women’s underrepresentation. Walker 
et al. (2013) applied the Capability Approach, underlining the need for 
institutional environments that expand women’s professional oppor-
tunities, a perspective particularly relevant for IT, where capability 
development influences career trajectories. Studies also show that 
external shocks, such as macroeconomic crises, exacerbate inequali-
ties (Annesley & Scheele 2011), while leadership styles shape workplace 
gender relations (Salminen-Karlsson 2015).

Regional contexts further determine women’s participation in IT. 
Comparative research demonstrates that e-business development 
pathways in Ukraine and the Czech Republic differ substantially due 
to local institutional settings (Kulyk & Parmová 2017). Later findings 
highlight that digital transformation in Ukrainian enterprises can si-
multaneously increase organizational efficiency and create conditions 
for inclusivity (Kulyk, Parmová & Jílek 2025). Similar arguments are ad-
vanced in Franco et al. (2021) and Baiyere et al. (2020), who stress that 
digitalization reshapes managerial practices and enhances opportu-
nities for women’s advancement. At the same time, Fleisch (2004) cau-
tions about potential risks, while Xu et al. (2005) and Rahmatila (2025) 
suggest that digital management aligned with inclusivity supports 
both efficiency and diversity.

Another strand of literature focuses on socialization and role mod-
els. Strapko et al. (2016) and Lundberg (2018) show that gender norms 
influence decision-making and career aspirations, whereas Cornelius-
sen et al. (2019) point to the importance of role models and mentorship 
in sustaining women’s careers in IT. Lagesen et al. (2021) and Smith et 
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al. (2020) argue that targeted educational programs and degree ap-
prenticeships can mitigate gender disparities by creating structured 
pathways into the profession. Recent contributions also highlight 
how ICT can empower marginalized women (Pei et al. 2024), facilitate 
knowledge sharing (Yan et al. 2023), and strengthen employee engage-
ment in digitally transformed environments (Zahoor et al. 2022).

Overall, the reviewed scholarship suggests that gender imbalance 
in IT is a multidimensional phenomenon shaped by cultural, structu
ral, and managerial factors. It highlights the role of education, Eng-
lish proficiency, family responsibilities, and organizational practices 
as key determinants of women’s professional development, while also 
pointing to the potential of digital transformation to expand career 
opportunities. These insights align with the present study’s objec-
tive to examine socio-demographic and professional characteristics 
of Ukrainian women in IT, identify barriers and enablers of career 
growth, and outline strategies for fostering inclusivity at both organi-
zational and systemic levels.

Research Framework

In the Ukrainian IT industry, gender inequality persists, as reflected 
in the low representation of women in technical and managerial posi-
tions. As of 2024, women accounted for only 26 percent of the Ukrai
nian IT workforce, representing a modest increase from 24 percent in 
2019. Despite rapid industry growth, women’s participation in leader-
ship and decision-making roles remains disproportionately low, which 
not only constrains their professional development but also limits or-
ganizational innovation, creativity, and long-term growth.

This study focuses on managerial and organizational factors con-
tributing to persistent gender disparities in the Ukrainian IT sector. 
Evidence suggests that systemic barriers hinder women’s career pro-
gression, including cultural biases, unequal access to mentorship, ex-
clusionary workplace practices, and limited recognition of women’s 
contributions. Specifically, traditional masculine leadership norms 
often dominate organizational culture, marginalizing women’s parti
cipation in strategic decision-making. By clarifying the notion of ef-
fective leadership, this study emphasizes leadership approaches that 
actively promote inclusivity, encourage diverse perspectives, and en-
sure equitable opportunities for all employees.

The challenges faced by women in IT are multifaceted. Beyond 
structural barriers, women frequently experience double workloads, 
balancing professional responsibilities with household and caregiving 



duties, a burden exacerbated even in contexts offering flexible or re-
mote work. While technology and digital tools can facilitate collab-
oration, enhance communication, and provide access to training re-
sources, their potential to empower women depends on organizational 
support, target skill development programs, and equitable access to 
these resources. In contrast, men in similar roles are less likely to ex-
perience these compounded domestic-professional responsibilities, 
highlighting the gendered nature of these challenges.

To address these issues, organizations can implement a suite of 
targeted management strategies, including structured mentorship 
programs, flexible work arrangements, bias awareness and training 
initiatives, and investment in digital skill-building for women. These 
measures not only dismantle systemic barriers but also foster a cul-
ture of inclusivity that enhances retention, job satisfaction, and per-
formance. Systemic barriers can be categorized into four main types: 
(1) cultural barriers, such as stereotypes and gendered expectations; 
(2) organizational barriers, including leadership styles; (3) resource 
barriers, like limited access to training or networking; and (4) societal 
barriers, including family responsibilities and social norms.

Overall, the research framework positions digital technologies, ef-
fective leadership, and organizational strategies as interrelated levers 
to mitigate gender imbalance. By critically examining these factors, 
this study aims to identify actionable pathways for enhancing women’s 
participation and advancement in the Ukrainian IT sector, thereby 
promoting equitable organizational growth, innovation, and a more 
diverse workforce.

Methodology

This study employed a mixed-methods survey of 26 women employed 
in IT companies across Ukraine, aiming to examine professional and 
socio-demographic characteristics, career trajectories, and percep-
tions of gender bias. The sample was selected using a purposive samp
ling strategy, targeting women with varying positions, educational 
backgrounds, and levels of experience in the IT sector.

Selection criteria included current employment in Ukrainian IT 
companies, at least one year of professional experience, and willing-
ness to participate. Participants were recruited through professional 
networks, online IT communities, and direct contacts with IT compa-
nies. Data collection was conducted via semi-structured interviews, 
allowing respondents to provide detailed answers and ensuring that 
qualitative insights complemented the quantitative analysis. Each 

108 |  V I K T O R I YA K U LY K



TOPOS № 1  (56) ,  2026  |   109

interview lasted approximately 30–45 minutes, and data collection 
spanned two months.

The relatively small sample size of 26 participants was justified as 
an initial exploratory stage to capture diverse experiences and per-
ceptions within the sector. While insufficient for making broad ge
neralizations at the macro level, the sample allowed for the application 
of descriptive and correlation-based statistical methods to identify 
trends and relationships among key variables, providing a basis for fu-
ture larger-scale studies.

The survey instrument consisted of four main sections. The first 
section collected organisational and employment-related informa-
tion, including the type of company, position held, type of employment 
(full-time, self-employed, specialist on a gig contract), years of expe-
rience in IT, and average monthly income. The second section aimed 
to create a socio-demographic profile, capturing respondents’ age, 
education, English language proficiency, family status, and offspring. 
The third section examined career intentions and professional deve
lopment, with questions such as: “Do you plan to continue working in 
the IT sector for the next 3 years?”, “Do you continue to improve your 
professional knowledge?”, “Would you like to hold a managerial posi-
tion?”, “Did you have a mentor when you entered the IT industry?”, and 
“Are you ready to mentor colleagues with less experience?” The fourth 
section addressed experiences of gender bias, asking: “Do you think 
there are prejudices against women professionals in the Ukrainian IT 
sector?”, “Have you ever experienced biased treatment by manage-
ment because of your gender?”, and “Have you experienced prejudice 
from male colleagues?” Finally, given the current security situation in 
Ukraine, respondents were asked about their mobility plans: “Are you 
planning to move to another country in the next 3 years?”

Quantitative data were analysed using descriptive statistics and 
graphical methods to illustrate trends across variables. Relationships 
between metric variables—specifically, monthly income with age and 
years of IT experience — were examined using correlation analysis. 
Prior to applying parametric tests, the data were assessed for normali-
ty using the Shapiro-Wilk test, which confirmed that the variables met 
normal distribution requirements. Accordingly, Pearson’s correlation 
coefficient was employed to measure associations between these var-
iables. Frequency tables were also used to analyse categorical respon
ses, providing insight into patterns of employment, career intentions, 
mentoring experiences, and perceptions of gender bias.

This methodological approach ensured a detailed examination 
of both structural and perceptual dimensions of gender imbalance 
in Ukrainian IT, aligning with the study’s objective to identify factors 



affecting women’s professional development, organizational participa-
tion, and potential pathways toward a more inclusive IT sector.

Results

During the study, in-depth interviews were conducted with female 
professionals employed in Ukrainian IT companies. Comprehensive in-
formation regarding the sectors and types of companies represented 
by the respondents is presented in Table 1.

Table 1. Types of companies the respondents work for

Type of company Frequency %

Business productivity software 6 23.08%

E-commerce & Retail 4 15.38%

DefenseTech 3 11.54%

Fintech & InsurTech 2 7.69%

Gaming 2 7.69%

EdTech 2 7.69%

Martech & Media 2 7.69%

HealthTech & Wellness 2 7.69%

Hardware & IoT 2 7.69%

Logistics & Transportation 1 3.85%

Total 26 100%

As shown in Table 1, the majority of respondents are employed in 
companies focused on business productivity software, with six wo
men representing 23.08 percent of the sample. Four respondents 
(15.38 percent) work in the E-commerce and Retail sector, and three 
women (11.54 percent) are employed in DefenceTech companies. Oth-
er sectors, including FinTech & InsurTech, Gaming, EdTech, Martech 
& Media, and HealthTech & Wellness, each employ two respondents 
(7.69  percent). One participant (3.85 percent) works in a company 
within the Logistics & Transportation sector.

In the Ukrainian IT industry, a significant portion of professionals 
are engaged not as traditional employees but through alternative con-
tractual arrangements, such as service contracts for registered private 
entrepreneurs (FOPs) or gig contracts. These employment models are 
often selected based on organizational strategies for tax optimization, 
operational flexibility, and individual preferences. Figure 1 illustrates 
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the distribution of employment types in relation to positions, reflec
ting the diverse professional arrangements within the IT sector and 
their potential implications for women’s career development.

Fig. 1. Type of employment by Position

Fig. 1 demonstrates that among female respondents registered as 
private entrepreneurs, the majority occupy positions as QA/AQA En-
gineers (5 participants) and Designers (4 participants). In contrast, wo
men employed under standard contracts are predominantly engaged 
as Software Engineers (3 participants).

Proficiency in English represents a critical competency for women 
in the Ukrainian IT sector, often correlating with their level of edu-
cation. The relationship between participants’ educational attainment 
and English language skills is summarized in Table 2, providing insight 
into how these factors may influence career opportunities and profes-
sional development within the sector.

Table 2. English language skills and Level of Education

English lan-
guage skills

Education
Total

Higher Still a student Secondary 
specialized

n % n % n % n %

Advanced 3 11.54% 0 0% 0 0% 3 11.54%

Upper Interme-
diate 9 34.62% 1 3.85% 0 0% 10 38.46%

Intermediate 4 15.38% 3 11.54% 1 3.85% 8 30.77%

Pre-Interme-
diate 1 3.85% 1 3.85% 3 11.54% 5 19.23%

Total 17 65.38% 5 19.23% 4 15.38% 26 100%



Table 2 indicates that 11.54 percent of respondents possess an ad-
vanced level of English in conjunction with higher education, while 
34.62 percent hold an upper-intermediate level of English and have 
also completed higher education. Additionally, 3.85 percent of partici-
pants are currently enrolled in higher education programs. Among res
pondents with secondary specialized education, the majority demon-
strate a pre-intermediate level of English. The relationship between 
educational attainment and professional position is further depicted 
in Figure 2, highlighting the influence of education and language pro-
ficiency on career roles within the Ukrainian IT sector.

Fig. 2. Position by Education

As illustrated in Figure 2, 65 percent of respondents (17 participants) 
hold a university degree, which enables them to occupy positions such 
as Software Engineer, QA/AQA Engineer, Designer, or Recruiter. At the 
time of the survey, 19 percent of participants (5 respondents) were en-
rolled in higher education programs. Additionally, 15 percent of res
pondents (4 participants) possess a secondary specialized education.

To construct a socio-demographic profile of female IT professio
nals in Ukraine, the study examined variables including family status 
and presence of offspring. The results of this analysis are summarized 
in Table 3, providing insight into how personal and family characteris-
tics intersect with professional engagement in the Ukrainian IT sector.

Table 3. Family Status and Offspring

Family status

Offspring
Total

Have children Do not have 
children

n % n % n %

Married 10 38.46% 4 15.38% 14 53.85%

Single 0 0% 6 23.08% 6 23.08%

In a relationship 1 3.85% 2 7.69% 3 11.54%
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Divorced 2 7.69% 1 3.85% 3 11.54%

Total 13 50% 13 50% 26 100%

The analysis presented in Table 3 indicates that over half of the 
respondents (53.85 percent) are married, while 11.54 percent repor
ted being in a committed relationship. The distribution of respondents 
with and without children is equal, highlighting diverse family circum-
stances among women in the Ukrainian IT sector.

The average monthly income among female IT professionals in 
Ukraine varies according to both the type of company and the position 
held. Table 4 provides a detailed overview of the mean monthly income 
of respondents across different industry sectors, offering insights into 
how organizational context and role influence compensation patterns.

Table 4. Types of companies and Monthly income of respondents

Monthly income, euros
Fre-

quen-
cy

% Mean
Std. De-
viation

Mini-
mum

Maxi-
mum

Business productivity soft-
ware 6 23.08% 1266.67 450.19 500 1800

E-commerce & Retail 4 15.38% 1000 336.65 800 1500

DefenseTech 3 11.54% 933.33 321.46 700 1300

Fintech & InsurTech 2 7.69% 950 353.55 700 1200

Gaming 2 7.69% 1050 212.13 900 1200

EdTech 2 7.69% 950 70.71 900 1000

Martech & Media 2 7.69% 1200 424.26 900 1500

HealthTech & Wellness 2 7.69% 850 70.71 800 900

Hardware & IoT 2 7.69% 950 353.55 700 1200

Logistics & Transportation 1 3.85% 900 - 900 900

As presented in Table 4, female employees in companies devel-
oping business productivity software receive the highest average 
monthly salaries, amounting to €1,266.67. In contrast, women em-
ployed in the Logistics & Transportation sector report the lowest 
average income of €900. Compensation levels also vary according 
to the professional position held. Figure 3 illustrates the distribution 
of salaries across different positions, providing insight into how role 
and sectoral affiliation influence earning potential for women in the 
Ukrainian IT sector.



Fig. 3. Monthly income by Position

Analysis of the data presented in Figure 3 demonstrates that 
the highest average monthly incomes are reported by respondents 
employed as Product Managers (€1,400) and Software Engineers 
(€1,314.29). In contrast, women working in QA/AQA Engineer positions 
receive the lowest salaries, averaging €900.

Beyond gender disparities, the IT sector is also affected by the chal-
lenge of ageism. To explore this issue, the study examined the age dis-
tribution of respondents and its relationship with average monthly in-
come. The outcomes of this analysis are summarized in Tables 5 and 6.

Table 5. Age of respondents

Indicators Age, years
Mean 30.13
Std. Deviation 5.01
Minimum 21
Maximum 41

Table 5 indicates that the mean age of the respondents is 30.13 
years, with individual ages ranging from 21 to 41 years.

Table 6. Monthly income of respondents

Indicators Monthly income, euros
Mean 1046.15
Std. Deviation 321.53
Minimum 500
Maximum 1800
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The average monthly income among the respondents is €1,046.15, 
with reported salaries ranging from a minimum of €500 to a maxi-
mum of €1,800. To assess the relationship between the variables ‘Age’ 
and ‘Monthly income,’ the Pearson parametric correlation test was 
employed, as the data satisfied the assumptions of normal distribution. 
The results of this analysis are presented in Table 7.

Table 7. Results of the analysis using the Pearson test for the variables ‘Age’ and 
‘Monthly income’

Indicators r p

Monthly income, euros and Age, years 0 .997

Table 7 presents the results of the correlation analysis between 
monthly income (in euros) and age (in years), including the Pearson 
correlation coefficient (r) and the corresponding p-value (p). The anal-
ysis indicates no significant relationship between respondents’ age 
and their monthly income, with a Pearson correlation coefficient of r 
= 0. This result suggests that variations in age are not systematically 
associated with changes in income levels. The p-value of 0.997 further 
confirms statistical insignificance, supporting the retention of the null 
hypothesis. Therefore, within the studied sample, age does not appear 
to have a statistically meaningful impact on monthly income.

Given that the preliminary analysis revealed no significant associ-
ation between age and income, the study further examined the rela-
tionship between respondents’ years of experience in the IT sector and 
their monthly income, recognizing that income represents a critical 
factor for professional evaluation among participants. Table 8 sum-
marizes the distribution of IT sector experience among the surveyed 
women, providing the basis for subsequent correlation analysis.

Table 8. Years of experience in IT of respondents

Indicators Years of experience in IT

Mean 3.8

Std. Deviation 1.63

Minimum 1

Maximum 7

Among the survey participants, the average tenure in the IT sector 
is 3.8 years, with individual experience ranging from 1 to 7 years. Ana
lysis of the variable ‘Years of Experience in IT’ confirmed that the data 
follow a normal distribution. Consequently, the Pearson parametric 



test was applied to examine the correlation between these variables 
and other relevant indicators, as presented in Table 9.

Table 9. Results of the analysis using the Pearson test for the variables ‘Years of 
experience in IT’ and ‘Monthly income’

Indicators r p

Years of experience in IT and Monthly income, euros 0.18 .402

Table 9 presents the results of the correlation analysis between 
years of experience in the IT sector and monthly income (in euros), in-
cluding the Pearson correlation coefficient (r) and associated p-value 
(p). The analysis revealed a low positive correlation between years of 
IT experience and monthly income; however, this relationship was not 
statistically significant, r(23) = 0.18, p = 0.402. These findings suggest 
that within the Ukrainian IT sector, salary levels are not significant-
ly associated with either the age of employees or the length of their 
professional experience. Instead, income appears to be more closely 
linked to the industry in which a company operates and the position 
held, which are, in turn, influenced by respondents’ education level 
and English language proficiency.

While income represents an important determinant of professional 
satisfaction, it is not the only factor shaping women’s perceptions of 
their workplace. Additional considerations include access to ongoing 
professional development, opportunities for career advancement, and 
industry growth prospects. The study also explored respondents’ atti-
tudes toward managerial positions and mentoring, recognizing these 
as potential avenues for career development and leadership engage-
ment. The results of this analysis are summarized in Tables 10, 11, and 
12, providing insights into women’s career intentions, mentoring ex-
periences, and professional aspirations within the Ukrainian IT sector.

Table 10. Respondents’ answers to the questions ‘Do you plan to continue working 
in the IT sector for the next 3 years?’ and ‘Do you continue to improve your pro-
fessional knowledge?’

Questions
Do you continue to improve your profes-

sional knowledge?

Yes Total

Do you plan to continue working in 
the IT sector for the next 3 years?

n % n %

Yes 20 76.92% 20 76.92%

No 6 23.08% 6 23.08%

Total 26 100% 26 100%
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The analysis presented in Table 10 indicates that 76.92 percent of 
respondents intend to remain employed in the IT sector over the next 
three years. Although 23.08 percent of participants expressed a desire 
to change their professional field or temporarily pause their careers, 
all respondents reported actively pursuing opportunities to enhance 
their professional skills.

Table 11. Respondents’ answers to the questions ‘Do you plan to continue working 
in the IT sector for the next 3 years?’ and ‘Would you like to hold a managerial po-
sition?’

Questions
Do you plan to continue working in the IT sector for the 

next 3 years?

Yes No Total

Would you like to 
hold a managerial 
position?

n % n % n %

No 9 34.62% 1 3.85% 10 38.46%

Yes 11 42.31% 5 19.23% 16 61.54%

Total 20 76.92% 6 23.08% 26 100%

Among the respondents, 61.54 percent expressed a desire to pur-
sue managerial positions. It is noteworthy, however, that not all par-
ticipants envision themselves in management within the IT sector, as 
19.23 percent  indicated interest in managerial roles outside the indus-
try.

Table 12. Respondents’ answers to the questions ‘Did you have a mentor when you 
entered the IT industry?’ and ‘Are you ready to be a mentor for colleagues with 
less experience in IT?’

Questions
Are you ready to be a mentor for colleagues with less ex-

perience in IT?

Yes No Total

Did you have a 
mentor when you 
entered the IT in-
dustry?

n % n % n %

No 17 65.38% 3 11.54% 20 76.92%

Yes 4 15.38% 2 7.69% 6 23.08%

Total 21 80.77% 5 19.23% 26 100%

Notably, although the majority of respondents (76.92 percent) re-
ported not having a mentor upon entering the IT sector, a substantial 
proportion (80.77 percent) expressed willingness to serve as mentors 
for less experienced colleagues.



To explore perceptions of gender discrimination in the Ukrainian 
IT industry, the study examined respondents’ views on potential gen-
der-based biases at multiple levels: within the industry overall (Table 
13), from company leadership, and from male colleagues (Table 14).

Table 13. Respondents’ answers to the question ‘Do you think there are prejudices 
against women professionals in the Ukrainian IT sector?’

Do you think there are prejudices against women pro-
fessionals in the Ukrainian IT sector?

Frequency %

No 19 73.08%

Yes 7 26.92%

Total 26 100%

Table 13 indicates that 73.08 percent of respondents perceive no 
prejudice against women professionals in the Ukrainian IT sector, 
whereas 26.92 percent acknowledge the presence of gender-based bi-
ases.

Table 14. Respondents’ answers to the questions ‘Have you ever felt biased by 
management because of your gender?’ and ‘Have you experienced any cases of 
prejudice against you by male colleagues?’

Questions Have you experienced any cases of prejudice against you 
by male colleagues?

Have you ever felt 
biased by manage-
ment because of 
your gender?

No Yes Total

n % n % n %

No 18 69.23% 4 15.38% 22 84.62%

Yes 3 11.54% 1 3.85% 4 15.38%

Total 21 80.77% 5 19.23% 26 100%

Table 14 presents respondents’ perceptions of gender-based prej-
udice in the workplace, with 19.23 percent reporting biased attitudes 
from male colleagues and 15.38 percent indicating similar experiences 
with company leadership.

Given the unstable political situation in Ukraine, many individu-
als, particularly women with children, must consider the possibility 
of relocating abroad. Accordingly, the questionnaire included an item 
addressing respondents’ intentions to move to another country, and 
the results of this analysis are summarized in Figure 4.
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Fig. 4. Respondents’ answers to the question ‘Are you planning to move to another 
country in the next 3 years?’

As shown in Figure 4, 38.5 percent of respondents are contemplat-
ing relocation to another country within the next three years. This 
substantial proportion highlights a critical factor that company ma
nagement should consider when developing strategic plans and de-
signing talent management and professional development initiatives.

The study findings indicate that reducing gender disparities in the 
Ukrainian IT sector requires coordinated strategies at both organi-
zational and systemic levels. At the company level, effective leader-
ship, transparent recruitment and promotion, mentorship programs, 
and continuous professional development in digital skills and English 
can expand women’s career opportunities and representation in ma
nagement. At the systemic level, policies promoting gender-balanced 
hiring, flexible work, childcare support, and gender-sensitive IT edu
cation, alongside public-private partnerships for training and men-
torship, are essential. Together, these measures can enhance gender 
equality, strengthen innovation, and increase the global competitive-
ness of Ukraine’s IT industry.

Conclusion

This study examined the gender imbalance in Ukrainian IT enterpri
ses, highlighting managerial, organizational, and socio-demographic 
factors affecting women’s professional development. An analysis of 
26 interviews revealed that women remain underrepresented in tech-
nical and managerial roles, with career advancement influenced by 



education, English proficiency, family status, and organizational con-
text.

Findings show that income depends more on company type and 
position than on age or experience, while mentorship, professional de-
velopment, and willingness to assume managerial roles support career 
growth. Digital tools also provide access to resources and networking, 
helping to overcome structural barriers.

Addressing gender imbalance requires a multidimensional approach 
combining inclusive managerial practices, organizational culture trans-
formation, and technological support, supported by collaboration among 
companies, and educational institutions. Promoting gender equality is 
both a social responsibility and a strategic necessity, enhancing innova-
tion, performance, and diversity in the Ukrainian IT sector.

The results suggest that coordinated strategies at organizational 
and systemic levels — such as effective leadership, mentorship, profes-
sional development, gender-sensitive education, and supportive poli-
cies — are essential. Collectively, these measures can advance equality 
while strengthening the innovative capacity and global competitive-
ness of Ukraine’s IT industry.
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