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Abstract: This research paper examines the critical intersection of equal employment opportunity (EEO) practices and talent 

retention for female millennial workers in the information technology (IT) industry. Drawing on a comprehensive review of 30 

highly relevant scholarly sources, this paper synthesizes empirical evidence on how organisational EEO interventions, policies, 

and workplace conditions influence the retention of women in IT, with particular attention to the millennial generation. The 

analysis reveals that while women remain significantly underrepresented in IT—comprising only 20-25% of the workforce—

their attrition rates are substantially higher than men's, with women leaving IT careers at twice the rate of their male counterparts, 

often within the first 12 years of employment. Key findings demonstrate that effective retention strategies must address multiple 

organizational dimensions: flexible work arrangements and work-life balance support, equitable compensation and career 
advancement opportunities, inclusive organisational culture and leadership commitment, mentoring and professional 

development programs, and structural interventions that mitigate gender-based barriers. For millennial women specifically, 

motivational anchors related to competencies, life system balance, accomplishment, service, and security prove particularly 

salient. Organizations that implement comprehensive, multi-faceted EEO interventions demonstrate improved retention 

outcomes, though effectiveness varies based on implementation quality and organizational context. This paper provides 

evidence-based recommendations for IT organizations seeking to enhance gender diversity and reduce costly turnover among 

female millennial talent. 
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INTRODUCTION   
The information technology industry faces a persistent and 

paradoxical challenge: despite chronic talent shortages and 

high demand for skilled professionals, the sector continues 

to struggle with significant gender disparities and elevated 

attrition rates among women [2], [3]. This challenge is 

particularly acute for millennial women—those born 

between approximately 1981 and 1996—who represent a 
critical demographic cohort entering and advancing 

through IT careers during a period of rapid technological 

transformation and evolving workplace expectations [1], 

[26], [30]. 

 

Women remain dramatically underrepresented in the IT 

workforce, comprising only 20-25% of IT professionals 

globally, a figure that has declined or stagnated in many 

developed economies despite decades of diversity 

initiatives [3], [11], [29]. More concerning, women leave 

IT careers at approximately twice the rate of men, often 
within the first 12 years of employment, resulting in a 

"leaky pipeline" that undermines both organizational 

competitiveness and broader societal goals of gender equity 

[7], [14], [30]. This attrition represents a substantial loss of 

human capital, organizational knowledge, and return on 

recruitment and training investments. 

 

Equal employment opportunity (EEO) encompasses the 
policies, practices, and organizational conditions that 

ensure fair treatment, access, and advancement regardless 

of gender, race, or other protected characteristics. In the IT 

context, EEO interventions range from formal diversity 

programs and flexible work arrangements to compensation 

equity initiatives and inclusive leadership practices [3], 

[12], [13]. Understanding how these interventions 

influence retention outcomes is essential for organizations 

seeking to build sustainable, diverse technical workforces. 

This research paper addresses a critical gap at the 

intersection of three domains: equal employment 
opportunity practices, the unique characteristics and 

expectations of millennial workers, and talent retention in 

the IT industry. Specifically, this paper examines: (1) What 

organizational barriers impede the retention of female 

millennial workers in IT? (2) What EEO interventions and 

practices have organizations implemented to address these 

barriers? (3) What empirical evidence exists regarding the 

relationship between EEO practices and retention outcomes 

for women in IT? (4) How do millennial-specific values 

and expectations shape the effectiveness of retention 

strategies? 

 
Drawing on a comprehensive review of scholarly literature 

encompassing qualitative case studies, quantitative 

analyses, and mixed-methods investigations across 

multiple national contexts, this paper synthesizes current 
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knowledge and provides evidence-based recommendations 

for IT organizations committed to improving gender 

diversity and reducing costly turnover among female 
millennial talent. 

 

Background and Theoretical Foundations 

2.1 The Gender Gap in IT: Scope and Significance 

The underrepresentation of women in information 

technology is a well-documented phenomenon with deep 

historical roots and persistent contemporary 

manifestations. Women constitute approximately 20-25% 

of the IT workforce in most developed economies, with 

even lower representation in technical roles such as 

software development and systems architecture [3], [11], 
[29]. This disparity exists despite women earning 

substantial proportions of undergraduate degrees in related 

fields and demonstrating equivalent technical 

competencies. 

 

The gender gap in IT is not merely a matter of initial 

recruitment; it is fundamentally a retention problem. 

Research consistently demonstrates that women leave IT 

careers at significantly higher rates than men, with attrition 

particularly pronounced in the early-to-mid career stages 

[7], [14], [15]. This pattern creates a "retention gap" 

between organizational diversity goals and actual 
workforce composition, as recruitment efforts are 

continually undermined by elevated turnover [4], [15]. 

 

The business case for addressing this gap is compelling. 

Organizations with greater gender diversity demonstrate 

improved innovation, problem-solving, team performance, 

and financial outcomes [3], [29]. Conversely, high turnover 

imposes substantial costs through lost productivity, 

recruitment expenses, training investments, and 

organizational knowledge depletion. For the IT industry 

facing persistent talent shortages, the inability to retain 
qualified women represents a critical strategic vulnerability 

[2], [14]. 

 

2.2 Millennial Women in the IT Workforce 

Millennial workers—generally defined as those born 

between 1981 and 1996—now constitute the largest 

generational cohort in the workforce and bring distinctive 

values, expectations, and career orientations [1], [10], [26], 

[30]. Research suggests that millennials, regardless of 

gender, prioritize work-life balance, meaningful work, 

continuous learning opportunities, and organizational 

cultures aligned with their values more strongly than 
previous generations [10], [30]. 

 

For millennial women in IT, these generational 

characteristics intersect with gender-specific challenges in 

complex ways. Qualitative research with millennial women 

IT professionals reveals concerns about leadership 

opportunities, work-life integration, social support systems, 

and perceptions of gender equality that influence their 

career persistence decisions [1], [26]. Unlike previous 

generations who may have accepted workplace inequities 

as inevitable, millennial women demonstrate greater 
willingness to exit organizations that fail to provide 

equitable opportunities and supportive environments [1], 

[30]. 

 
The CLASS Anchor Model, developed specifically for 

female millennial IT workers, identifies five key 

motivational dimensions that influence career 

commitment: Competencies (opportunities to develop and 

apply technical skills), Life System (work-life balance and 

flexibility), Accomplishment (recognition and 

advancement), Service (meaningful contribution), and 

Security (stability and fair treatment) [30]. This framework 

suggests that retention strategies for millennial women 

must address multiple, interconnected needs rather than 

single-factor interventions. 
 

2.3 Theoretical Frameworks for Understanding 

Retention 

Several theoretical frameworks inform our understanding 

of how EEO practices influence retention outcomes for 

women in IT. Organizational factor theory, as applied by 

Trauth and colleagues, posits that retention is shaped by the 

interaction of individual characteristics, organizational 

structures and cultures, and broader societal contexts [2]. 

This perspective emphasizes that effective interventions 

must be flexible and responsive to variation among women 

and across organizational settings. 
 

The barriers-and-coping framework developed through 

comparative case study research identifies specific 

obstacles women face in IT workplaces—including bias, 

exclusion, work-life conflict, and limited advancement 

opportunities—and the coping strategies women employ to 

navigate these challenges [3], [12]. This framework 

suggests that organizational interventions are most 

effective when they directly address identified barriers and 

reduce the burden on individuals to develop compensatory 

coping mechanisms. 
 

Social support theory highlights the importance of 

mentoring relationships, professional networks, and 

inclusive team dynamics in fostering retention [1], [23]. For 

women in male-dominated technical fields, access to 

supportive relationships can buffer against isolation, 

provide career guidance, and facilitate organizational 

navigation. 

 

Finally, equity theory and relative deprivation theory 

explain how perceptions of fairness—particularly 

regarding compensation, advancement opportunities, and 
treatment—influence turnover intentions and actual 

departure decisions [13], [27]. When women perceive 

systematic disadvantages relative to male colleagues, 

turnover intentions increase substantially, even controlling 

for other factors. 

 

3. Organizational Barriers to Retention 

3.1 Structural and Cultural Barriers 

Research consistently identifies organizational culture as a 

primary factor influencing women's retention in IT. Many 

IT workplaces maintain cultures characterized by 
masculine norms, competitive individualism, and implicit 

biases that create unwelcoming environments for women 
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[3], [11], [12], [17], [24]. These cultural dynamics manifest 

in subtle exclusion from informal networks, questioning of 

technical competence, and limited access to high-visibility 
projects and leadership opportunities. 

 

Structural barriers include organizational policies and 

practices that, while ostensibly gender-neutral, 

disproportionately disadvantage women. Examples include 

promotion criteria that emphasize continuous, 

uninterrupted career progression (disadvantaging those 

who take parental leave), performance evaluation systems 

vulnerable to gender bias, and project assignment processes 

that channel women toward support roles rather than core 

technical work [3], [11], [12], [24]. 
 

Case study research in IT organizations reveals that women 

frequently experience microaggressions, stereotype threat, 

and isolation in male-dominated teams [17], [20], [24]. 

These experiences accumulate over time, eroding job 

satisfaction and organizational commitment. Qualitative 

studies document women's descriptions of feeling they 

must work harder than male colleagues to prove 

competence, navigate complex social dynamics, and 

manage impression management in ways that male 

colleagues do not [17], [24], [25]. 

 
The concept of "digital patriarchy" has been proposed to 

describe how traditional gender hierarchies are reproduced 

and reinforced within technology organizations, creating 

systemic barriers to women's advancement and retention 

[5], [19]. This framework emphasizes that addressing 

retention requires fundamental cultural transformation 

rather than superficial diversity initiatives. 

 

3.2 Compensation Inequity and Career Advancement 

Gender pay gaps persist in the IT industry, with women 

earning less than men even after controlling for education, 
experience, and job characteristics [13], [22], [27]. 

Research using competing risks analysis demonstrates that 

relative pay disadvantage significantly predicts women's 

turnover from IT positions, with the effect particularly 

pronounced for high-performing women who have 

attractive external opportunities [27]. 

 

Beyond base compensation, women in IT face 

advancement barriers that limit long-term earning potential 

and career progression. Studies document that women are 

underrepresented in senior technical and leadership 

positions, face longer times to promotion, and receive less 
access to high-profile projects and developmental 

assignments [4], [11], [15], [23]. This creates a "glass 

ceiling" effect where women perceive limited upward 

mobility, reducing their commitment to remaining with 

their current employer or in the IT field more broadly. 

 

The retention gap is particularly acute for advancement 

opportunities—the "moving up" dimension—rather than 

simply initial entry or "moving in" [4], [15]. Women may 

successfully enter IT organizations but encounter barriers 

to progression that ultimately drive departure. This pattern 
suggests that recruitment-focused diversity initiatives, 

while necessary, are insufficient without corresponding 

attention to equitable advancement systems. 

Recent research on compensation as a tool for addressing 
gender inequality emphasizes that pay equity initiatives 

must be transparent, systematically monitored, and coupled 

with broader cultural changes to be effective [13], [22]. 

Organizations that conduct regular pay equity audits and 

proactively address identified disparities demonstrate 

improved retention outcomes. 

 

3.3 Work-Life Balance Challenges 

Work-life balance emerges as a critical factor influencing 

women's retention in IT across multiple studies [9], [25], 

[26]. The IT industry is characterized by demanding work 
schedules, expectations of constant availability, and 

project-driven intensity that can conflict with family 

responsibilities disproportionately shouldered by women 

[9], [25]. 

Qualitative research with women IT professionals in India, 

for example, identifies work-life conflict as a primary 

driver of attrition, particularly for women with young 

children [25]. Similarly, studies of millennial women IT 

professionals reveal that work-life integration challenges 

significantly influence career persistence decisions [26]. 

The absence of flexible work arrangements, supportive 

family leave policies, and organizational cultures that 
accommodate caregiving responsibilities creates untenable 

situations that prompt departure. 

Importantly, work-life balance concerns are not limited to 

women with children. Research indicates that millennial 

workers generally, and millennial women specifically, 

prioritize life integration and reject "always-on" work 

cultures more strongly than previous generations [9], [30]. 

Organizations that fail to provide flexibility and respect 

boundaries risk losing millennial talent regardless of family 

status. 

The COVID-19 pandemic and subsequent normalization of 
remote work have highlighted both opportunities and 

challenges in this domain. While remote work can provide 

flexibility, research also documents concerns about blurred 

boundaries, increased domestic burden for women, and 

potential marginalization of remote workers in promotion 

decisions [9], [28]. 

 

EQUAL EMPLOYMENT OPPORTUNITY 

INTERVENTIONS AND PRACTICES 
4.1 Diversity and Inclusion Programs 

Organizations have implemented a wide array of diversity 

and inclusion interventions aimed at improving gender 

equity and retention in IT. A comprehensive framework 
developed through comparative case studies of nine U.S. IT 

organizations identifies multiple intervention types: 

recruitment and pipeline programs, mentoring and 

networking initiatives, work-life balance policies, bias 

training and awareness programs, and accountability 

mechanisms [3], [12]. 

 

Despite widespread implementation—with 97% of 

surveyed companies reporting diversity initiatives—the 

effectiveness of these programs varies substantially [3]. 

Research suggests that many diversity programs are 

symbolic rather than substantive, lacking clear goals, 
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adequate resources, leadership commitment, and 

accountability structures [3], [11], [12]. Programs that treat 

diversity as a compliance exercise or public relations effort 
rather than a strategic imperative demonstrate limited 

impact on retention outcomes. 

 

More effective diversity initiatives share several 

characteristics: they are comprehensive rather than single-

focus, addressing multiple barriers simultaneously; they 

have visible leadership commitment and accountability; 

they include mechanisms for measuring progress and 

adjusting strategies; and they are integrated into core 

organizational processes rather than treated as separate 

"diversity" activities [3], [12], [14]. 
 

Case study research in a gender-balanced IT consulting 

firm reveals that organizational climate, teamwork quality, 

and critical thinking benefits are perceived by employees 

as advantages of gender diversity, suggesting that diversity 

initiatives can create positive feedback loops when 

successfully implemented [29]. However, achieving such 

outcomes requires sustained effort and cultural 

transformation beyond superficial programmatic 

interventions. 

 

4.2 Flexible Work Arrangements and Family Support 
Flexible work arrangements emerge as a critical 

intervention for improving women's retention in IT. These 

include remote work options, flexible scheduling, 

compressed workweeks, job sharing, and reduced-hour 

arrangements [2], [3], [9], [12]. Research demonstrates that 

access to flexibility significantly predicts women's 

organizational commitment and reduces turnover 

intentions [2], [9]. 

 

However, the effectiveness of flexibility policies depends 

critically on implementation and organizational culture. In 
environments where flexibility is formally available but 

informally stigmatized—where those who use flexibility 

are perceived as less committed or passed over for 

advancement—the policies fail to achieve retention 

benefits [3], [12]. Effective implementation requires 

leadership modeling, explicit communication that 

flexibility use will not harm careers, and equitable 

application across genders. 

 

Family support policies extend beyond flexibility to 

include parental leave (for all genders), childcare 

assistance, return-to-work programs, and lactation support 
[3], [12], [28]. Research on women's "comeback" to IT 

after career breaks emphasizes the importance of structured 

return programs that provide skill updating, mentoring, and 

gradual reintegration [28]. 

 

Organizations that frame work-life support as a universal 

benefit rather than a "women's issue" demonstrate greater 

success in reducing stigma and achieving retention benefits 

[3], [12]. This approach recognizes that all employees 

benefit from flexibility and that normalizing its use reduces 

the burden on women who might otherwise face career 
penalties for utilizing available policies. 

 

4.3 Mentoring and Leadership Development 

Mentoring programs represent a widely implemented 

intervention for supporting women in IT, with research 
documenting their importance for career development, 

organizational navigation, and retention [3], [11], [12], 

[14], [23]. Effective mentoring provides technical 

guidance, career advice, sponsorship for advancement 

opportunities, and psychosocial support that buffers against 

isolation and bias. 

 

However, mentoring program effectiveness varies based on 

design and implementation. Formal mentoring programs 

with structured matching, clear expectations, and 

organizational support demonstrate better outcomes than 
informal arrangements that may reproduce existing 

inequalities [3], [12], [23]. Cross-gender mentoring, while 

valuable, requires attention to potential complications and 

may benefit from supplementation with same-gender 

mentoring or peer support networks. 

 

Leadership development programs specifically designed 

for women in IT address the advancement barriers that 

contribute to mid-career attrition [14], [23]. These 

programs provide skill development, visibility, networking 

opportunities, and explicit preparation for leadership roles. 

Research emphasizes the importance of "deliberate 
leadership" approaches that actively cultivate women's 

advancement rather than assuming that talent will naturally 

rise [23]. 

 

Sponsorship—where senior leaders actively advocate for 

women's advancement and create opportunities—emerges 

as particularly important for breaking through advancement 

barriers [14], [23]. Unlike mentoring, which focuses on 

individual development, sponsorship involves powerful 

advocates using their influence to open doors and challenge 

biased decision-making. 
 

4.4 Compensation Equity Initiatives 

Addressing compensation inequity requires systematic 

approaches that go beyond individual negotiations. 

Effective practices include regular pay equity audits that 

identify gender-based disparities, transparent 

compensation structures that reduce information 

asymmetry and negotiation disadvantages, standardized 

salary bands and promotion criteria that limit managerial 

discretion and bias, and proactive correction of identified 

inequities [13], [22]. 

 
Recent research emphasizes that compensation equity 

initiatives must be coupled with broader cultural changes to 

be effective [13]. Simply adjusting salaries without 

addressing underlying biases in performance evaluation, 

project assignment, and advancement decisions will 

produce temporary improvements that erode over time. 

Sustainable equity requires systemic change in how 

contributions are recognized, evaluated, and rewarded. 

 

Organizations that publicly commit to pay equity and 

transparently report progress demonstrate stronger 
retention outcomes [13], [22]. This transparency signals 

organizational values, builds trust, and creates 
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accountability that drives sustained attention to equity 

issues. 

 

5. The EEO-Retention Relationship: Empirical 

Evidence 

5.1 Direct Effects on Turnover and Persistence 

Empirical research provides substantial evidence that EEO 

practices and organizational factors directly influence 

women's retention in IT. Studies examining organizational 

factors—including flexible work arrangements, supportive 

culture, and equitable advancement opportunities—

demonstrate significant associations with reduced turnover 

intentions and actual departure rates among women IT 

professionals [2], [3], [9]. 
 

Quantitative analysis of IT workforce data reveals that 

women's turnover rates are significantly higher than men's, 

with gender differences in departure rates persisting even 

after controlling for education, experience, and job 

characteristics [7], [27]. However, these gender gaps are 

substantially reduced in organizations with strong EEO 

practices and inclusive cultures, suggesting that elevated 

women's attrition is not inevitable but rather reflects 

organizational choices and conditions [2], [3]. 

 

Research using competing risks analysis to distinguish 
between voluntary turnover and involuntary separation 

finds that gender pay gaps significantly predict women's 

voluntary departure from IT positions [27]. Women 

experiencing relative pay disadvantage are more likely to 

leave for other opportunities, with the effect particularly 

pronounced for high-performers. This finding directly links 

compensation equity—a core EEO concern—to retention 

outcomes. 

 

Case study research in organizations with relatively high 

women's representation and retention documents the 
importance of comprehensive, multi-faceted approaches 

[3], [29]. Organizations that implement multiple 

interventions simultaneously—addressing culture, 

flexibility, advancement, and compensation—demonstrate 

better retention outcomes than those pursuing single-focus 

initiatives. This suggests synergistic effects where 

interventions reinforce one another. 

 

5.2 Mediating Factors and Mechanisms 

The relationship between EEO practices and retention is 

mediated by several psychological and social mechanisms. 

Organizational commitment, job satisfaction, and 
perceived organizational support emerge as key mediating 

variables that link EEO practices to turnover intentions and 

actual departure [2], [9], [12]. 

 

When women perceive that their organization is committed 

to gender equity, provides fair treatment, and offers 

supportive conditions, they develop stronger organizational 

attachment and commitment [2], [3], [12]. This 

commitment, in turn, reduces turnover intentions and 

increases persistence through challenging periods. 

Conversely, perceptions of inequity, bias, and unsupportive 
conditions erode commitment and increase departure 

likelihood. 

Social support—from supervisors, colleagues, and 

mentors—mediates the relationship between organizational 

interventions and retention outcomes [1], [12]. EEO 
interventions that foster supportive relationships and 

inclusive team dynamics create social bonds that increase 

retention both directly (through improved work experience) 

and indirectly (through enhanced organizational 

commitment). 

 

Work-life balance satisfaction emerges as another critical 

mediator [9], [25], [26]. Flexible work arrangements and 

family support policies improve retention primarily by 

enhancing work-life balance satisfaction, which in turn 

increases job satisfaction and organizational commitment. 
This mediation pathway is particularly salient for 

millennial women who prioritize life integration [26], [30]. 

Perceived career advancement opportunities mediate the 

relationship between organizational practices and retention 

[4], [11], [15], [23]. When women perceive clear pathways 

to advancement, fair promotion processes, and 

organizational investment in their development, they are 

more likely to remain. Conversely, perceptions of limited 

mobility—the "glass ceiling"—strongly predict turnover 

intentions and actual departure. 

 

5.3 Contextual Variations and Implementation Quality 
The effectiveness of EEO interventions varies substantially 

based on organizational context and implementation 

quality. Research emphasizes that interventions must be 

flexible and responsive to variation among women and 

across organizational settings [2], [3]. What works in one 

context may be ineffective or even counterproductive in 

another, depending on organizational culture, industry 

sector, geographic location, and workforce composition. 

 

Implementation quality emerges as critical. Formal policies 

that exist on paper but are not genuinely supported, 
resourced, or enforced demonstrate minimal impact on 

retention [3], [12]. The gap between formal policy and 

actual practice—between espoused values and enacted 

behaviors—undermines trust and can actually increase 

turnover when women perceive organizational hypocrisy. 

 

Leadership commitment and accountability mechanisms 

significantly moderate intervention effectiveness [3], [12], 

[14]. When senior leaders visibly champion diversity, hold 

managers accountable for retention outcomes, and allocate 

resources to support initiatives, interventions demonstrate 

stronger effects. Conversely, diversity efforts that lack 
leadership support and accountability tend to be 

marginalized and ineffective. 

 

Organizational size and resources also influence 

intervention feasibility and effectiveness. Larger 

organizations may have greater capacity to implement 

comprehensive programs but may also face challenges in 

ensuring consistent implementation across units [3]. 

Smaller organizations may lack resources for formal 

programs but can potentially achieve cultural change more 

readily through leadership modeling and direct 
communication. 
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National and cultural context matters. Research comparing 

women's retention in IT across different countries reveals 

variations in the salience of different barriers and the 
effectiveness of different interventions [6], [21], [25]. For 

example, work-life balance challenges may be particularly 

acute in contexts with limited public childcare support, 

while advancement barriers may be more pronounced in 

cultures with stronger gender role traditionalism. 

 

6. Millennial-Specific Considerations 

6.1 Generational Values and Career Expectations 

Millennial workers bring distinctive values and 

expectations that shape their responses to organizational 

practices and their career persistence decisions. Research 
on generational differences in IT careers reveals that 

millennials, compared to previous generations, place 

greater emphasis on work-life balance, meaningful work, 

continuous learning, and organizational values alignment 

[10], [26], [30]. 

 

For millennial women in IT, these generational 

characteristics intersect with gender-specific challenges in 

complex ways. Qualitative research reveals that millennial 

women IT professionals are less willing than previous 

generations to tolerate inequitable treatment, unsupportive 

cultures, or work environments that conflict with their 
values [1], [26]. This translates to higher turnover 

propensity when organizational conditions fail to meet 

expectations. 

 

Millennial women demonstrate strong career ambition and 

technical competence but also prioritize holistic life 

satisfaction over single-minded career focus [26], [30]. 

They seek organizations that enable them to excel 

professionally while maintaining personal relationships, 

health, and outside interests. Organizations that frame 

commitment in terms of long hours and constant 
availability risk losing millennial women who reject this 

definition of dedication. 

 

Research on job category and generational differences in IT 

organizations finds that millennials show different patterns 

of organizational commitment compared to older 

generations, with implications for retention strategies [10]. 

Millennials respond more strongly to intrinsic motivators 
(meaningful work, development opportunities, values 

alignment) than to traditional extrinsic motivators 

(compensation, job security), suggesting that retention 

strategies must emphasize purpose and growth. 

 

6.2 The CLASS Anchor Model for Millennial Women 

The CLASS Anchor Model, developed specifically for 

female millennial IT workers, provides a framework for 

understanding the multiple dimensions that influence 

career commitment and retention [30]. The model identifies 

five key anchors: 
 

Competencies: Millennial women seek opportunities to 

develop and apply technical skills, stay current with 

evolving technologies, and be recognized for their 

expertise. Organizations that provide continuous learning 

opportunities, challenging projects, and recognition of 

technical competence align with this anchor [30]. 

 

Life System: Work-life balance and flexibility are central 

to millennial women's career decisions. This anchor 

encompasses not only formal flexibility policies but also 

organizational cultures that respect boundaries, support 
caregiving responsibilities, and enable integration of work 

with personal life [30]. 

 

Accomplishment: Millennial women seek recognition for 

their contributions, opportunities for advancement, and 

visible impact. This anchor relates to equitable 

performance evaluation, transparent promotion processes, 

and access to high-visibility projects that enable career 

progression [30]. 

 

Service: Meaningful work that contributes to society or 
aligns with personal values is important to millennial 

women. Organizations that articulate clear purpose, 

demonstrate social responsibility, and enable employees to 

see the impact of their work align with this anchor [30]. 

 

Security: While millennials are often characterized as job-hoppers, security remains important, particularly for women who 

may face greater economic vulnerability. Security encompasses not only job stability but also fair treatment, psychological 

safety, and protection from discrimination and harassment [30]. 

 

 
Fig.1- The CLASS Anchor Model 

 

The CLASS model suggests that effective retention strategies for millennial women must address multiple anchors 

simultaneously rather than focusing on single factors. Organizations that provide technical development opportunities 

(Competencies), flexible work arrangements (Life System), equitable advancement (Accomplishment), meaningful work 

(Service), and fair treatment (Security) are best positioned to retain millennial women in IT [30]. 
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DISCUSSION AND SYNTHESIS 
7.1 Key Insights from the Literature 

Several key insights emerge from synthesizing the literature on EEO and retention of women, particularly millennial women, 

in IT. First, retention is fundamentally a systemic organizational challenge rather than an individual or pipeline problem. While 

recruitment and educational initiatives are important, the primary driver of gender disparities in IT is differential attrition, with 

women leaving at substantially higher rates than men [2], [3], [7], [14], [15]. This pattern reflects organizational conditions and 

practices that can be changed through deliberate intervention. 

 

Second, effective retention strategies must be comprehensive and multi-faceted, addressing multiple barriers simultaneously. 
Single-focus interventions—whether diversity training, mentoring programs, or flexibility policies—demonstrate limited 

effectiveness when implemented in isolation [3], [12]. Organizations that achieve strong retention outcomes implement 

coordinated strategies that address culture, compensation, advancement, work-life balance, and social support concurrently. 

 

Third, implementation quality and organizational commitment are as important as formal policy design. Many organizations 

have adopted diversity policies and programs, yet women's representation and retention remain problematic [3], [11]. The gap 

between formal policy and actual practice—between espoused values and enacted behaviors—is critical. Interventions are 

effective only when genuinely supported by leadership, adequately resourced, consistently implemented, and integrated into 

core organizational processes rather than treated as peripheral diversity activities. 

 

Fourth, the relationship between EEO practices and retention is mediated by psychological and social mechanisms including 

organizational commitment, job satisfaction, perceived fairness, work-life balance satisfaction, and social support [2], [9], [12]. 
Understanding these mediating pathways is essential for designing effective interventions. Organizations must attend not only 

to formal policies but also to the day-to-day experiences and perceptions that shape women's attachment to their employer and 

career. 

 

Fifth, millennial women bring distinctive values and expectations that shape their responses to organizational practices [1], [26], 

[30]. Compared to previous generations, millennial women demonstrate greater emphasis on work-life integration, meaningful 

work, values alignment, and holistic life satisfaction. They are less willing to tolerate inequitable treatment or sacrifice personal 

well-being for career advancement. Retention strategies must adapt to these generational shifts rather than assuming that 

approaches effective for previous cohorts will succeed with millennials. 

 

Sixth, context matters substantially. The effectiveness of specific interventions varies based on organizational culture, industry 
sector, national context, and workforce composition [2], [3], [6], [21], [25]. There is no universal "best practice" that works 

equally well in all settings. Organizations must diagnose their specific barriers, understand their particular workforce 

characteristics, and tailor interventions accordingly while remaining flexible and responsive to feedback. 

 

7.2 Gaps and Limitations in Current Research 

Despite substantial research on women in IT and organizational diversity interventions, significant gaps remain. First, there is 

limited research specifically focused on millennial women in IT. While several studies examine women in IT generally and 

others explore millennial workers across industries, few studies systematically investigate the intersection of gender, generation, 

and IT careers [1], [26], [30]. This gap is problematic given evidence that generational cohorts differ in values, expectations, 

and responses to organizational practices. 

 

Second, much of the existing research is descriptive and qualitative, documenting barriers and describing interventions, but 
lacking rigorous quantitative evaluation of intervention effectiveness [3], [11], [12]. While case studies and qualitative research 

provide valuable insights into mechanisms and experiences, there is limited experimental or quasi-experimental research that 

establishes causal relationships between specific EEO practices and retention outcomes. This makes it difficult to determine 

which interventions are most effective and under what conditions. 

 

Third, most research examines single organizations or small samples, limiting generalizability [3], [12], [29]. Large-scale, multi-

organization studies that enable systematic comparison across contexts are rare. This constrains our ability to identify contextual 

factors that moderate intervention effectiveness and to develop evidence-based guidance applicable across diverse 

organizational settings. 

 

Fourth, there is limited longitudinal research tracking women's careers over time and examining how organizational practices 
influence long-term retention and advancement trajectories [7], [27]. Most studies are cross-sectional, capturing perceptions 

and intentions at a single point rather than following individuals through career transitions and organizational changes. 

 

Fifth, research on the intersection of gender with other dimensions of diversity—including race, ethnicity, age, disability, and 

sexual orientation—remains limited [4], [21]. Women in IT are not a homogeneous group, and retention challenges and effective 

interventions may vary substantially across intersectional identities. More research is needed on how EEO practices affect 

retention for women with multiple marginalized identities. 
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Sixth, there is limited research on the organizational and business outcomes of improved gender diversity and retention in IT. 

While the business case for diversity is often asserted, rigorous empirical evidence linking specific diversity and retention 

improvements to organizational performance outcomes (innovation, productivity, financial performance) remains limited [29]. 
Strengthening this evidence base could enhance organizational commitment to retention initiatives. 

 

7.3 Practical Implications for IT Organizations 

The research reviewed in this paper yields several practical implications for IT organizations seeking to improve retention of 

women, particularly millennial women. First, organizations must recognize that retention is a strategic imperative, not merely 

a diversity compliance issue. High turnover among women represents substantial costs in lost talent, recruitment expenses, 

training investments, and organizational knowledge. Addressing retention requires sustained leadership commitment, adequate 

resources, and integration into core business strategy. 

 

Second, organizations should conduct systematic diagnosis of their specific retention barriers before implementing 

interventions. While common barriers exist across IT organizations, the relative salience and specific manifestations vary by 
context [2], [3]. Organizations should use surveys, exit interviews, focus groups, and workforce analytics to understand why 

women are leaving and what factors would enhance retention in their particular setting. 

 

Third, organizations should implement comprehensive, multi-faceted retention strategies rather than single-focus interventions. 

Effective approaches address culture, compensation, advancement, work-life balance, and social support simultaneously [3], 

[12], [14]. This requires coordination across human resources, leadership development, diversity and inclusion, and line 

management functions. 

 

Fourth, organizations must ensure that formal policies are genuinely implemented and supported in practice. This requires 

leadership modeling, manager training and accountability, transparent communication, and monitoring of implementation [3], 

[12]. Organizations should regularly assess the gap between formal policy and actual practice and take corrective action when 

policies are not being utilized or are being stigmatized. 
 

Fifth, organizations should tailor retention strategies to millennial values and expectations. This includes emphasizing 

meaningful work and social impact, providing continuous learning and development opportunities, offering genuine flexibility 

and work-life integration, ensuring transparent and equitable advancement processes, and creating inclusive cultures where 

diverse perspectives are valued [26], [30]. Organizations that frame commitment in terms of long hours and constant availability 

will struggle to retain millennial women. 

 

Sixth, organizations should establish clear metrics and accountability for retention outcomes. This includes tracking retention 

rates by gender and other demographic characteristics, conducting regular pay equity audits, monitoring promotion rates and 

advancement timelines, and holding leaders accountable for creating inclusive environments [13], [22]. What gets measured 

and rewarded gets attention and improvement. 
 

Seventh, organizations should invest in leadership development and sponsorship for women. Mentoring programs are valuable 

but insufficient; women need powerful advocates who actively champion their advancement and challenge biased decision-

making [14], [23]. Organizations should train senior leaders on sponsorship and create structures that facilitate sponsor-protégé 

relationships. 

 

8. Recommendations and Future Directions 

8.1 Evidence-Based Recommendations for Practice 

Based on the synthesized evidence, the following recommendations are offered for IT organizations seeking to improve 

retention of female millennial workers through enhanced equal employment opportunity practices: 

 

1. Conduct Comprehensive Organizational Assessment: Before implementing interventions, organizations should 
systematically assess their current state through workforce analytics (retention rates, promotion rates, pay equity by gender), 

employee surveys measuring perceptions of fairness, inclusion, and satisfaction, exit interviews and stay interviews to 

understand departure drivers and retention factors, and focus groups with women at different career stages to identify specific 

barriers and needs [2], [3], [12]. 

 

2. Secure Visible Leadership Commitment: Senior leaders must visibly champion gender equity and retention as strategic 

priorities through public commitment to diversity and inclusion goals, personal involvement in diversity initiatives and women's 

development programs, regular communication about progress and challenges, and allocation of adequate resources to support 

retention initiatives [3], [12], [14]. 

 

3. Implement Comprehensive Flexibility and Work-Life Support: Organizations should offer flexible work arrangements 
including remote work, flexible scheduling, and compressed workweeks, generous and equitable parental leave for all genders, 
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childcare support and return-to-work programs, and organizational cultures that normalize flexibility use and protect users from 

career penalties [2], [3], [9], [12]. 

 
4. Ensure Compensation Equity: Organizations should conduct regular pay equity audits to identify and correct gender-based 

disparities, implement transparent compensation structures with clear salary bands and criteria, standardize promotion processes 

to reduce bias and managerial discretion, and publicly commit to pay equity with transparent progress reporting [13], [22], [27]. 

 

5. Create Clear Advancement Pathways: Organizations should establish transparent promotion criteria and processes, provide 

leadership development programs specifically for women, implement sponsorship programs where senior leaders advocate for 

women's advancement, ensure equitable access to high-visibility projects and developmental assignments, and monitor and 

address gender disparities in promotion rates and advancement timelines [4], [11], [14], [15], [23]. 

 

6. Foster Inclusive Organizational Culture: Organizations should provide bias training for all employees with emphasis on 

managers and leaders, establish zero-tolerance policies for harassment and discrimination with clear reporting and 
accountability, create employee resource groups and networking opportunities for women, celebrate diversity and model 

inclusive behaviors at all organizational levels, and regularly assess organizational climate and take corrective action when 

problems are identified [3], [11], [12], [17], [24]. 

 

7. Provide Mentoring and Social Support: Organizations should implement structured mentoring programs with clear 

expectations and organizational support, facilitate peer support networks and communities of practice for women in IT, ensure 

women have access to both technical mentors and career sponsors, and create opportunities for cross-level and cross-functional 

networking [1], [3], [12], [14], [23]. 

 

8. Emphasize Meaningful Work and Development: Organizations should articulate clear organizational purpose and social 

impact, provide continuous learning opportunities and support for skill development, offer challenging projects that enable 

women to develop and demonstrate competence, recognize and celebrate technical expertise and contributions, and create 
pathways for women to contribute to strategic initiatives [26], [30]. 

 

9. Establish Accountability and Metrics: Organizations should track retention rates, promotion rates, and pay equity by gender 

and other demographics, hold managers accountable for creating inclusive teams and developing diverse talent, regularly report 

progress on diversity and inclusion goals to stakeholders, and tie leadership evaluation and compensation to diversity and 

inclusion outcomes [3], [12], [13]. 

 

10. Remain Flexible and Responsive: Organizations should regularly solicit feedback from women about their experiences 

and needs, adapt interventions based on feedback and changing circumstances, recognize that women are not a homogeneous 

group and tailor support accordingly, and maintain long-term commitment recognizing that cultural change requires sustained 

effort [2], [3], [12]. 
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Fig. 2- Evidence-Based Recommendations for Practice 

 

8.2 Directions for Future Research 

Several directions for future research emerge from this 

review. First, more research is needed specifically 

examining millennial women in IT, including how 
generational values and expectations shape responses to 

organizational practices, how millennial women's retention 

patterns differ from previous generations, and what 

interventions are most effective for this demographic 

cohort [1], [26], [30]. 

 

Second, rigorous quantitative evaluation of intervention 

effectiveness is needed. This includes experimental or 

quasi-experimental studies that establish causal 

relationships between specific EEO practices and retention 

outcomes, large-scale multi-organization studies that 
enable systematic comparison and identification of 

contextual moderators, and longitudinal research tracking 

women's careers over time and examining how 

organizational practices influence long-term trajectories 

[3], [7], [27]. 

 

Third, research should examine intersectionality more 

systematically, investigating how gender intersects with 

race, ethnicity, age, disability, and sexual orientation to 

shape retention experiences and intervention effectiveness 

[4], [21]. This includes understanding unique barriers faced 

by women with multiple marginalized identities and 
identifying practices that support retention across diverse 

groups. 

 

Fourth, research should examine the organizational and 

business outcomes of improved gender diversity and 

retention, including impacts on innovation, productivity, 

team performance, and financial outcomes. Strengthening 
the business case evidence could enhance organizational 

commitment to retention initiatives [29]. 

 

Fifth, research should investigate the role of technology and 

remote work in shaping retention outcomes. The COVID-

19 pandemic accelerated remote work adoption, with 

potential implications for work-life balance, inclusion, and 

career advancement. Research is needed on how remote 

and hybrid work arrangements affect women's retention 

and what practices optimize outcomes [9], [28]. 

 
Sixth, comparative international research is needed to 

understand how national context, labor market conditions, 

and cultural factors shape retention challenges and 

intervention effectiveness [6], [21], [25]. This includes 

examining what practices transfer across contexts and what 

adaptations are necessary. 

 

Seventh, research should examine the sustainability of 

retention improvements over time. Many organizations 

implement diversity initiatives that produce short-term 

improvements but fail to sustain change. Research is 

needed on what organizational factors enable sustained 
commitment and continuous improvement in retention 

outcomes [3], [12]. 

 

CONCLUSION 
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Equal employment opportunity practices play a critical role 

in the retention of female millennial workers in the 

information technology industry. This comprehensive 
review of scholarly literature demonstrates that women's 

underrepresentation in IT is fundamentally a retention 

problem, with women leaving IT careers at approximately 

twice the rate of men, often within the first 12 years of 

employment. This elevated attrition reflects organizational 

barriers including inequitable compensation, limited 

advancement opportunities, unsupportive cultures, and 

work-life balance challenges that disproportionately affect 

women. 

 

Organizations have implemented diverse EEO 
interventions including diversity and inclusion programs, 

flexible work arrangements, mentoring and leadership 

development, and compensation equity initiatives. The 

evidence demonstrates that these interventions can improve 

retention outcomes, but effectiveness depends critically on 

comprehensiveness, implementation quality, leadership 

commitment, and contextual adaptation. Single-focus 

interventions implemented in isolation demonstrate limited 

impact, while comprehensive, multi-faceted strategies that 

address multiple barriers simultaneously show stronger 

effects. 

 
For millennial women specifically, retention strategies 

must align with generational values emphasizing work-life 

integration, meaningful work, continuous development, 

and organizational values alignment. The CLASS Anchor 

Model—encompassing Competencies, Life System, 

Accomplishment, Service, and Security—provides a 

framework for understanding the multiple dimensions that 

influence millennial women's career commitment and 

persistence in IT. 

 

The business case for improving retention of women in IT 
is compelling. Organizations face chronic talent shortages, 

and high turnover imposes substantial costs through lost 

productivity, recruitment expenses, and knowledge 

depletion. Moreover, gender-diverse teams demonstrate 

improved innovation, problem-solving, and performance 

outcomes. Organizations that successfully retain women 

gain competitive advantages in talent acquisition, 

organizational capability, and market performance. 

 

Moving forward, IT organizations must recognize retention 

as a strategic imperative requiring sustained leadership 

commitment, adequate resources, and integration into core 
business strategy. Effective approaches require systematic 

diagnosis of organizational-specific barriers, 

implementation of comprehensive multi-faceted 

interventions, genuine support for formal policies in actual 

practice, and continuous monitoring and adaptation based 

on feedback and outcomes. 

 

While substantial research has documented barriers and 

described interventions, significant gaps remain, 

particularly regarding millennial-specific research, 

rigorous quantitative evaluation of intervention 
effectiveness, intersectional analysis, and longitudinal 

tracking of career trajectories. Addressing these gaps will 

strengthen the evidence base and enable more effective, 

targeted retention strategies. 

 
Ultimately, improving retention of female millennial 

workers in IT requires fundamental organizational 

transformation rather than superficial diversity initiatives. 

Organizations must move beyond compliance-oriented 

approaches to genuine commitment to gender equity, 

creating cultures where women can thrive, advance, and 

contribute their full capabilities. The evidence reviewed in 

this paper demonstrates that such transformation is both 

achievable and essential for organizational success in an 

increasingly competitive talent landscape. 
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