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 TECH LEAVERS STUDY 

Unfairness-based turnover in tech is a $16B a year problem. 
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What’s more, unfairness-based turnover in tech is a $16B a year problem. There is a high cost to bad 
 2)12/"Ǿ��+!�1%&0�&0���0")#Ȓ&+Ɲ& 1"!�4,2+!ǽ

What did we learn: 4 key takeaways

�� Unfairness drives turnover

�� �5-"/&"+ "0�!&ƛ"/�!/�*�1& �))6�� /,00�$/,2-0

�� Unfairness costs billions each year

�� �Diversity and inclusion initiatives can improve culture and reduce turnover— 
if they are done right.

executive 
summary

“The culture was toxic. The CEO clearly lacked respect for women. Inappropriate  
remarks were made about women interviewing for roles in the case that the founder 
found them attractive. Inappropriate / sexual remarks about women were made in 
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�  Unfairness Costs Billions Each Year, And That’s Just the Beginning.
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�� Diversity and Inclusion Initiatives Can Improve Culture and Reduce Turnover—if they are done right.
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What can companies do? 3 recommendations for addressing unfairness: 
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For more information about the 
Tech Leavers Study:

kaporcenter.org/tech-leavers 
info@kaporcenter.org 
twitter: @kaporcenter
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We already know that the technology sector lacks diversity.
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 related industry or function within the last three years.

In the last 3 years, based in part on the external pressure for data transparency and subsequent  
evidence that the diversity numbers in tech companies are indeed dismal, this issue has become more 
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•� ��%"�,+$,&+$�!"��1"0���,21�4%"1%"/�1%"�)� (�,#�!&3"/0&16�&0�!2"�1,���Ȋ-&-")&+"�-/,�)"*ȋ�,/��� 
Ȋ1" %� 2)12/"�-/,�)"*ȋ�%�0�#�&)"!�1,��  2/�1")6�#/�*"�1%"�-/,�)"*ǿ�1%�1�1%"/"��/"��� ,*-)"5�0"1�
,#��&�0"0��+!���//&"/0�1%�1��"$&+�&+�-/"Ȓ0 %,,)��+!�-"/0&01�1%/,2$%�1%"�4,/(-)� "ǽ 7 These  
cumulative biases and barriers prevent the tech ecosystem from being more diverse, inclusive, 
�+!�/"-/"0"+1�1&3"�,#�1%"��+&1"!��1�1"0�-,-2)�1&,+��0���4%,)"ǽ�

�"0-&1"�1%"�&+ /"�0"!�#, 20�,+�4,/(#,/ "�!&3"/0&16Ǿ�"*-),6""�/"1"+1&,+�1"+!0�1,��"�,3"/),,("!�&+�1%"��+�)60"0� 
,#�!&3"/0&16�4&1%&+�1" %� ,*-�+&"0��+!�1%"�" ,0601"*��0���4%,)"ǽ��%&)"�1%"/"��/"�+2*"/,20�/"�0,+0�4%6�
/"1"+1&,+�&0�,3"/),,("!ȕ/�+$&+$�#/,*�/"0&01�+ "�1,�0")#Ȓ"5�*&+"� 2)12/"Ǿ�1,�1%"�*2)1&-)"�#� 1,/0�4%& %� �+�
&+Ɲ2"+ "�/"1"+1&,+��+!� /"�1"� %�))"+$"0�&+�*"�02/&+$�/"1"+1&,+�ț"ǽ$ǽǾ�".2&16��3"01&+$Ȝȕ1%"�)� (�,#�!�1�� /"�1"�
challenges in understanding disparities and addressing them. Recent reports from several tech companies 
4%,�%�3"� %,0"+�1,�"5�*&+"�/"1"+1&,+�!�1��%�3"�/"3"�)"!��,1%�0-" &Ɯ � %�))"+$"0�4&1%�/"1�&+&+$�!&3"/0"�
"*-),6""0��+!�%&$%�/�1"0�,#�12/+,3"/��*,+$�0-" &Ɯ �02�$/,2-0Ǿ�&+!& �1&+$�1%�1�1%"0"� %�))"+$"0�*�6�&+�#� 1�
�"� ,+1/&�21&+$�1,�1%"�01�$+�+1�!&3"/0&16�!�1��4&1%&+�1" %� ,*-�+&"0ǽ 8 Put simply, the diversity numbers may 
not be changing at least in part because tech companies have become a revolving door for underrepresented 
groups. Without a nuanced and accurate analysis of the problem, and a comprehensive roadmap for solutions,  
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But who leaves tech, and why? 

Turnover Rates. Companies report headcount data to the federal government, and they are increasingly 
releasing their EEO-1 reports to the public, but rarely do they report on their retention data.9 Aside from 
1%"��+" !,1�)�"5-"/&"+ "0�,#�"*-),6""0��+!�!"*,$/�-%& �!�1��#/,*���#"4� ,*-�+&"0Ǿ�4"�(+,4�3"/6�)&11)"�
��,21�12/+,3"/�� /,00�1%"�1" %�0" 1,/��6� ,*-�+6�,/��6�!"*,$/�-%& �02�$/,2-0Ǿ��+!�4%"1%"/�"*-),6""�
/"1"+1&,+�&0���*�',/� ,+1/&�21&+$�#� 1,/�1,�1" %ȉ0�)� (�,#�!&3"/0&16ǽ

�5-"/&"+ "0�&+��" %�� /,00�
/,2-0ǽ A steady stream of blogposts, articles, and social media conversations 
&+�/" "+1�6"�/0�%�3"�!"0 /&�"!���*2)1&12!"�,#�1/,2�)&+$��+!�!&012/�&+$�"5-"/&"+ "0�4&1%&+�1" %� ,*-�+&"0�
�*,+$�&+!&3&!2�)0�#/,*�2+!"//"-/"0"+1"!��� ($/,2+!0ǽ��"3"/�)�012!&"0ȕ4&1%�3�/6&+$�)"3")0�,#�/&$,/� 
�+!�0�*-)"�0&7"0ȕ%�3"�#,2+!�1%�1�4,*"+��+!�2+!"//"-/"0"+1"!�-",-)"�,#� ,),/�"+!2/"�0"52�)� 
harassment, stereotyping, micro-aggressions, and other forms of mistreatment at tech companies at rates 
higher than that of their colleagues. 10��"1Ǿ�4"�%�3"�+,1�%�!���/"-/"0"+1�1&3"�-& 12/"�,#�4%�1�1" %�4,/(-)� "�
 2)12/"0�),,(�)&("Ǿ�%,4�4,/(-)� "�"5-"/&"+ "0�!&ƛ"/�� /,00�"*-),6""�$/,2-0Ǿ��+!�%,4�"5-"/&"+ "0�3�/6�
4&1%&+�1%"� �1"$,/&"0�,#�/� "��+!�$"+!"/ǽ�

	� 1,/0��/&3&+$��2/+,3"/��6�
/,2-ǽ Beyond data about rates of turnover in the technology industry, 
)&11)"�&0�� 12�))6�(+,4+���,21�4%�1�#� 1,/0�!/&3"�12/+,3"/�#,/��))�"*-),6""0�&+�1" %��+!�4%�1�#� 1,/0�
!/&3"�1�)"+1"!�"*-),6""0�#/,*�!&3"/0"��� ($/,2+!0�,21�1%"�!,,/ǽ��2/+,3"/�1%/,2$%,21��))�Ɯ")!0�&0�
16-& �))6�1&"!�1,� �/""/��+!�Ɯ+�+ &�)��!3�+ "*"+1Ǿ 11 and previous research from the Level Playing 
	&")!��+01&121"�%�0�)&+("!�4,/(-)� "�2+#�&/+"00��+!�+"$�1&3"�"5-"/&"+ "0�1,�12/+,3"/Ǿ12��21�4"�!,+ȉ1�
6"1�(+,4�%,4�1%"�1" %�"+3&/,+*"+1��+!� 2)12/"�&0�)&+("!�1,�12/+,3"/Ǿ��+!�4%�1�#� 1,/0�,/�"5-"/&"+ "0�
drive individuals to leave tech jobs.   

Improving Retention. �,�&*-/,3"�/"1"+1&,+Ǿ�4"�*201�Ɯ/01��11"*-1�1,�#2))6�2+!"/01�+!�4%�1�"5-"/&"+ "0�
�+!�#� 1,/0� �20"�12/+,3"/Ǿ��+!�!"3"),-�01/�1"$&"0�1,�&+1"/3"+"ǽ��&1%,21�1%&0�0-" &Ɯ �&+#,/*�1&,+�,+�1" %�
4,/(-)� "� 2)12/"Ǿ�1%"�"5-"/&"+ "0�,#�!&ƛ"/"+1�$/,2-0Ǿ��+!�1%"�#� 1,/0�!/&3&+$�12/+,3"/Ǿ�4"�%�3"�)&*&1"!� 
&+#,/*�1&,+���,21�%,4�1,�!"0&$+��+!�&*-)"*"+1�"ƛ" 1&3"�&+&1&�1&3"0ȡ01/�1"$&"0�1%�1�4&))�� 12�))6�4,/(�1,�
improve hiring and retention across all groups. 

Ȋ�%"/"�4�0�+,1�"+,2$%�!&3"/0&16ǽ��%"� ,*-�+6�%�!�"5 "))"+1��"+"Ɯ10�&+ )2!&+$�
#/""�)2+ %"0Ǿ�*�00�$"0Ǿ��+!��""/�	/&!�6ȉ0Ǿ��21���4�0�ǖ�,#�,+)6�ǚ��)� (�-",-)"��1�
headquarters which felt odd and I felt people looked at us when we got together. 
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�2&)!&+$�2-,+�,+�,2/�14,�-/"3&,20�012!&"0ȕ1%"�Corporate Leavers Survey in 2007 and the  
�&)1"!��)�6&+$�	&")!ǿ Hidden Bias in IT in 2011—and the research, reports, and personal narratives  
,#�+2*"/,20�,1%"/�1%,2$%1�)"�!"/0�&+�1" %Ǿ�4"�"*��/("!�,+�1%"��" %��"�3"/0��2/3"6ǽ��0&+$���+�1&,+�))6�
/"-/"0"+1�1&3"�0�*-)"�,#�&+!&3&!2�)0�4%,�3,)2+1�/&)6�)"ƞ���-,0&1&,+�4&1%&+�1" %Ǿ�1%&0�012!6��)),4"!� 
20�1,�),,(�� /,00� ,*-�+&"0��+!�&!"+1&#6�-�11"/+0�&+�"5-"/&"+ "0��+!�!/&3"/0�,#�12/+,3"/�� /,00�1%"� 
technology ecosystem and by demographic groups. Based on prior research and understanding of  
 ,*-)"5&1&"0�&+� �/""/�!" &0&,+Ȓ*�(&+$Ǿ�4"��002*"!�1%�1�!" &0&,+0�1,�)"�3"��� ,*-�+6�4"/"�+,1���0"!�
,+���0&+$)"�"5-"/&"+ "�,/�#� 1,/Ǿ��21�/�1%"/�,+���0"/&"0�,#� 2*2)�1&3"�"5-"/&"+ "0�4%& %��,1%�-20%� 
and/or pull employees out of companies. 

�%"/"#,/"Ǿ�4"�"5�*&+"!�0"3"/�)�#� 1,/0� ,+1/&�21&+$�1,�12/+,3"/Ǿ�1%"�/")�1&,+0%&-��"14""+�4,/(-)� "�
"+3&/,+*"+1��+!�12/+,3"/Ǿ��+!�%,4�1%"0"�#� 1,/0�!&ƛ"/��6�!"*,$/�-%& �$/,2-0ǽ��"�4�+1"!�1,� 
"5�*&+"�!&3"/0"��+!�2+!"//"-/"0"+1"!�$/,2-0��+!�),,(��"6,+!�'201�/� "��+!�$"+!"/Ǿ�1,�&+ )2!"� 
&+1"/0" 1&,+�)��+�)60"0��6�/� "Ǿ�$"+!"/Ǿ��+!��
���Ȓ&!"+1&Ɯ �1&,+ǽ��"�1%"+�"5�*&+"!�1%"�/,)"�1%�1�
!&3"/0&16��+!�&+ )20&,+�&+&1&�1&3"0� �+�-)�6�&+�/"!2 &+$�12/+,3"/ȕ�+!�4%"1%"/�"3&!"+ "�"5&010�,#�1%"&/� 
"ƛ& � 6ȕ1,� ,+1/&�21"�!�1�Ȓ&+#,/*"!�/" ,**"+!�1&,+0�#,/� ,*-�+&"0�),,(&+$�1,�&*-/,3"�1%"&/� 
diversity and inclusion. 

�%&0�012!6��&*"!�1,� ,+1/&�21"�1,�2+!"/01�+!&+$���,21�#� 1,/0�1%�1��ƛ" 1�4,/(-)� "� 2)12/"Ǿ� 
',��0�1&0#� 1&,+Ǿ��+!�!" &0&,+Ȓ*�(&+$�/")�1"!�1,�/"1"+1&,+��+!�12/+,3"/�� /,00��))�!"*,$/�-%& �$/,2-0ǽ�
�0&+$�&+#,/*�1&,+�$�&+"!�1%/,2$%�1%&0�/"0"�/ %Ǿ�4"��&*"!�1,�"01��)&0%�1%"�&*-,/1�+ "�#,/��))�1" %� 
"*-),6""0�1,�%�3"��  "00�1,�#�&/��+!�&+ )20&3"�4,/(�"+3&/,+*"+10�1,��,1%�&*-/,3"�/"1"+1&,+��+!�
/"!2 "�/"-21�1&,+�)��+!�Ɯ+�+ &�)� ,010��00, &�1"!�4&1%�12/+,3"/ǽ�

research questions
•  What factors contributed to turnover  

among tech employees? 

ș� ��%�1�4"/"�1" %�"*-),6""0ȉ�4,/(-)� "�
"5-"/&"+ "0Ǿ��+!�%,4�!&!�1%,0"�"5-"/&"+ "0�
relate to turnover?

ș� ��,�-/,#"00&,+�)0�#/,*�!&3"/0"��� ($/,2+!0�
have unique experiences and/or factors 
contributing to turnover? 

ș�� ��%�1��/"�1%"�Ɯ+�+ &�)��+!�/"-21�1&,+�)� ,010�
to employers due to voluntary turnover?

•  What practices can reduce turnover  
and retain tech professionals from diverse 
�� ($/,2+!0Ȅ

the sample 
The Kapor Center for Social Impact and Harris Poll conducted an online  
02/3"6�,#���+�1&,+�))6�/"-/"0"+1�1&3"�0�*-)"�,#�ǗǾǕǕǛ��!2)10�4%,�%�3"�)"ƞ� 
��',��&+���1" %+,),$6Ȓ/")�1"!�&+!201/6�,/�#2+ 1&,+�4&1%&+�1%"�)�01�ǘ�6"�/0ǽ� 
�%"�0�*-)"�4�0�4"&$%1"!�1,�/"Ɲ" 1�1%"� ,*-,0&1&,+�,#��!2)10�� /,00�1%"�
�+&1"!��1�1"0Ǿ�&+ )2!&+$��  ,2+1&+$�#,/��$"Ǿ�$"+!"/Ǿ�$",$/�-%& �/"$&,+Ǿ�
race/ethnicity, income, household size, marital status, employment and 
"!2 �1&,+ǽ��%"�!"*,$/�-%& �-/,Ɯ)"�,#�012!6�-�/1& &-�+10�4�0ǿ�

• 
"+!"/ǿ���)"�țǛǘʢȜǾ�	"*�)"�țǘǛʢȜǾ��1%"/�țǖʢȜ

•  Race/Ethnicityǿ��%&1"�țǜǘʢȜǾ���1&+5�țǖǖʢȜǾ��)� (�țǜʢȜǾ��,21%ȡ��01�
�0&�+ȡ�� &Ɯ ��0)�+!"/�țǛʢȜǾ���1&3"��*"/& �+ȡ�)�0(�+���1&3"�țǖʢȜ

• �
���Ȓ�!"+1&Ɯ"!ǿ��"0�țǝʢȜǾ��,�țǞǖʢȜ

• Age:�ǖǝȒǘǚ�țǘǜʢȜǾ�ǘǛȒǙǚ�țǖǞʢȜǾ�ǙǛȒǛǚ�țǘǘʢȜ

•  Previous Employer in Tech Industryǿ�ǚǘʢ�4,/("!�4&1%&+�1%"�1" %+,)-
,$6�&+!201/6�țǙǜʢ�4,/("!�4&1%&+���1" %�-,0&1&,+�&+���+,+Ȓ1" %�&+!201/6Ȝ

•  Previous Job in Technical Roleǿ�Ǜǝʢ�4"/"�&+���1" %+& �)�/,)"�&+�1%"&/�
-/"3&,20� ,*-�+6�țǘǗʢ�4"/"�&+���+,+Ȓ1" %+& �)�/,)"Ȝ�

See Appendix for a full description of the sample and research methodology
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�,�"5�*&+"�1%"�/"�0,+0�#,/�3,)2+1�/6�12/+,3"/��*,+$�1" %�)"�3"/0Ǿ�4"��0("!�"*-),6""0�1,�!"0 /&�"�
1%"&/�/"�0,+ț0Ȝ�#,/�)"�3&+$�1%"&/�"*-),6"/Ǿ�#/,*���)&01�,#�#� 1,/0�1%�1�"&1%"/�Ȋ-20%"!ȋ�,/�Ȋ-2))"!ȋ�1%"*�
,21�,#�1%"&/�-/"3&,20�4,/(-)� "ǽ13��"/"�&0�4%�1�4"�#,2+!ǿ�

•� ��+#�&/+"00�,/�*&01/"�1*"+1 4&1%&+�1%"�4,/(�"+3&/,+*"+1�4�0�1%"�*,01�frequently cited reason 
#,/�)"�3&+$Ǿ�4&1%�ǘǜʢ�,#�1%"�0�*-)"�&+!& �1&+$�1%�1�2+#�&/�1/"�1*"+1�4�0���major factor in their 
decision to leave their company. (Figure 1).

•  �+#�&/�1/"�1*"+1�4�0� &1"!�*,/"�#/".2"+1)6��0���/"�0,+�#,/�)"�3&+$�1%�+�� 1&3")6�0""(&+$����"11"/�
,--,/12+&16�țǘǚʢȜǾ�!&00�1&0#� 1&,+�4&1%�1%"�4,/(�"+3&/,+*"+1�țǗǚʢȜǾ��"&+$�/" /2&1"!��4�6�țǗǗʢȜ�,/�
!&00�1&0#� 1&,+�4&1%�1%"&/�',��!21&"0ȡ/"0-,+0&�&)&1&"0�țǖǞʢȜǽ��+�#� 1Ǿ�&+!&3&!2�)0�4"/"��)*,01�Ǘ5��0�)&(")6�
to leave !2"�1,�2+#�&/�1/"�1*"+1�1%�+�1,��"�/" /2&1"!��4�6�#/,*��+�"*-),6"/�ț	&$2/"�ǖȜǽ�

•  �*,+$�1%"�&+!&3&!2�)0�4%,�)"ƞ�1%"&/�-/"3&,20�"*-),6"/�#,/�,1%"/�/"�0,+0Ǿ���-,/1&,+��)0,� &1"!�
2+#�&/+"00�&+�1%"&/�!" &0&,+ǽ�ǖǚʢ�,#�1%"�ǘǚʢ�,#�"*-),6""0�4%,�)"ƞ�1,�0""(����"11"/�,--,/12+&16�
&+!& �1"!�1%�1�2+#�&/+"00� ,+1/&�21"!�1,�1%"�!" &0&,+�1,�)"�3"ǽ��,2$%)6�Ǘǚʢ�,#�1%,0"�4%,�4"/"�
/" /2&1"!��4�6�&+!& �1"!�1%�1�2+#�&/�1/"�1*"+1�-)�6"!���/,)"�&+�1%"&/�!" &0&,+�ț	&$2/"�ǖȜǽ
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“I was uncomfortable with several aspects of the work environment…There was 
��Ȇ�,60� )2�Ȇ�*"+1�)&16��+!�),10�,#�!&0 /&*&+�1&,+��$�&+01�4,*"+ǽ���)&("!�*6�1"�*�
��),1Ǿ��21��+,1%"/� ,*-�+6�/"� %"!�,21�4&1%��+�&!"�)�-,0&1&,+�1%�1�0""*"!�)&("���
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Unfairness by Subgroups 

�%"+�"5�*&+"!��6�02�$/,2-0Ǿ�!&ƛ"/"+ "0�4"/"�+,1"!�&+�4%& %�"*-),6""0�)"ƞ�!2"�1,�2+#�&/+"00� 
(Figure 2). 
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LGBTQ �,+Ȓ�
��� Tech Industry �,+Ȓ�" %��+!201/6White/Asian 
Women

�+!"//"-/"0"+1"! 
Women of Color

	&$2/"�Ǘǽ��%,�)"ƞ�!2"�1,�2+#�&/+"00Ȅ

ǚǕʢ 

ǙǕʢ 

ǘǕʢ 

ǗǕʢ 

ǖǕʢ 

Ǖʢ

ǘǝʢ

Ȋ�%"/"�4�0���*2)1&Ȓ6"�/�-�11"/+�,#�6,2+$��ƛ)2"+1�4%&1"�*�)"0�4%,�)� ("!� 
�0(&))0��+!�"5-"/&"+ "��"&+$�2+#�&/)6�0-,+0,/"!Ǿ�#�01Ȓ1/� ("!�1%/,2$%�-/,*,1&,+0Ǿ�
�+!�%�+!"!�1,-� %,& "�,#�%&$%�-/,Ɯ)"�-/,'" 10ǽ���4�0�#,/ "!�1,� ,*-"1"�,+��+� 
2+"3"+�-)�6&+$�Ɯ")!�4%"/"�,--,/12+&1&"0�#,/�$/,41%��+!��!3�+ "*"+1�4"/"� 
2+)&(")6ǽ����)"ƞ�1%"� ,*-�+6�#,/���*,/"�!&3"/0"��+!�&+ )20&3"�,/$�+&7�1&,+ǽȋ
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Passed over for promotion


&3"+�4,/(��00&$+*"+10��"),4�',��)"3")

�1%"/0�1�(&+$ȡ/" "&3&+$� /"!&1�#,/�4,/(

Poor leadership/management

Ǖʢ ǚʢ ǖǕʢ ǖǚʢ ǗǕʢ Ǘǚʢ ǘǕʢ ǘǚʢ ǙǕʢ Ǚǚʢ ǚǕʢ

White/Asian Women

�+!"//"-/"0"+1"!��,*"+

White/Asian Men

�+!"//"-/"0"+1"!��"+	&$2/"�ǘǽ��+#�&/���+�$"*"+1��/� 1& "0

��*"��,/(-)� "0Ǿ��&ƛ"/"+1��5-"/&"+ "0


&3"+�1%�1�ǘǜʢ�,#�"*-),6""0� &1"!�2+#�&/+"00��0���*�',/�#� 1,/�&+�1%"&/�!" &0&,+�1,�)"�3"Ǿ�4"�4�+1"!�1,�
#2/1%"/�"5-),/"���0"1�,#�"5-"/&"+ "0�/")�1"!�1,�2+#�&/�1/"�1*"+1�&+�1%"�4,/(�"+3&/,+*"+1�1,�2+!"/01�+!�
4%& %�4"/"�*,01�#/".2"+1��+!�4%& %�$/,2-0�,#�"*-),6""0�4"/"�*,01�&*-� 1"!��6�1%"0"�"5-"/&"+ "0ǽ�	,2/�
 �1"$,/&"0�,#�2+#�&/�1/"�1*"+1Ǿ��"%�3&,/0Ǿ��+!�"5-"/&"+ "0�4"/"�"5-),/"!ǿ�țǖȜ��+#�&/�-",-)"�*�+�$"*"+1�
practices, (2) Stereotyping, (3) Sexual Harassment, and (4) Bullying/Hostility (Appendix, Table 3).14 

Overall Experiences

•� �ǜǝʢ�,#�"*-),6""0�/"-,/1"!�experiencing�0,*"�#,/*�,#�2+#�&/��"%�3&,/�,/�1/"�1*"+1Ǿ�4%&)"�ǝǚʢ�
witnessed or observed 2+#�&/��"%�3&,/�,/�1/"�1*"+1�&+�1%"&/�-/"3&,20�4,/(-)� "ǽ

•� ��,*"+�,#��))��� ($/,2+!0�"5-"/&"+ "!��+!�,�0"/3"!�0&$+&Ɯ �+1)6�*,/"�2+#�&/�1/"�1*"+1�,3"/�))�
1%�+�*"+�ț-ʳǽǕǕǾ��--"+!&5Ǿ����)"�ǗȜ�

•  Individuals in the tech industry experienced and observed more unfairness than those employed 
&+�+,+Ȓ1" %�&+!201/&"0�ț-ʳǽǕǙǘȀ��--"+!&5Ǿ����)"�ǗȜǽ��%&0�02$$"010�1%�1�1" %� ,*-�+&"0�*�6�%�3"�
0&$+&Ɯ �+1)6�*,/"� %�))"+$"0�&+��,1%� 2)12/"��+!�"*-),6""�1/"�1*"+1ǽ�

•� ��+#�&/�"5-"/&"+ "0�4"/"�-"/-"1/�1"!��6�0"+&,/Ȓ)"3")�"*-),6"00Ǿ�0&$+&Ɯ �+1)6�*,/"�,ƞ"+�1%�+�
'2+&,/Ǿ�*&!Ǿ�,/�"5" 21&3"�)"3")�"*-),6""0ǽ�ț-ʳǽǕǕȜ�

Unfair People Management Practices

•� ��%&1"��+!��0&�+�4,*"+�%�!�1%"�%&$%"01�/�1"0�,#�!&00�1&0#� 1&,+�4&1%�1%"&/� ,*-�+6ȉ0�)"�!"/0%&-�
�+!�*�+�$"*"+1�țǙǜʢȜȔ0&$+&Ɯ �+1)6�%&$%"/�1%�+�2+!"//"-/"0"+1"!�4,*"+�,#� ,),/�țǘǗʢȜ��+!�
�%&1"��+!��0&�+�*"+�țǘǝʢȜǽ�

•� ��%&1"��+!��0&�+�*"+�"5-"/&"+ "!�0&$+&Ɯ �+1)6�%&$%"/�/�1"0�,#�2+#�&/�*�+�$"*"+1�-/� 1& "0� 
than underrepresented men of color, particularly in experiencing poor leadership, being given 
4,/(��00&$+*"+10��"),4�1%"&/�',��)"3")�ț-ʳǽǕǖȜǾ��+!�%�3&+$�,1%"/0�1�("��+!�/" "&3"� /"!&1�#,/�
1%"&/�4,/(ǽ�ț-ʳǽǕǚǾ�-ʳǽǕǕǖȜ

•� �ǘǕʢ�,#�2+!"//"-/"0"+1"!�4,*"+�,#� ,),/�/"-,/1"!��"&+$�-�00"!�,3"/�#,/�-/,*,1&,+Ǿ��� 
-"/ "+1�$"�0&$+&Ɯ �+1)6�%&$%"/�1%�+��%&1"�,/��0&�+�4,*"+�ț-ʳǽǕǚȜǾ��%&1"��+!��0&�+�*"+� 
ț-ʳǽǕǚȜ��+!�2+!"//"-/"0"+1"!�*"+�,#� ,),/�ț-ʳǽǕǖǾ�	&$2/"�ǘȜ



Stereotyping

Stereotypical questions  
��,21�!"*,$/�-%& ��� ($/,2+!

�002*-1&,+0���,21�0(&))0ȡ�&)&1&"0

�&01�("+��!"+1&16

Ǖʢ ǚʢ ǖǕʢ ǖǚʢ ǗǕʢ Ǘǚʢ ǘǕʢ

	&$2/"�Ǚǽ��1"/",16-&+$

White/Asian Women

�)� (ȡ��1&+���,*"+

White/Asian Men

�)� (ȡ��1&+���"+

Male

Female

Tech Industry

�,+Ȓ�" %��+!201/6

“My employer assumed I knew Ebonics because I was Black. She also assumed  
��4,2)!��"�,(�6�4&1%� ,!"!�)�+$2�$"��/,2+!��ƛ&/*�1&3"�� 1&,+��+!�&*-)6&+$� 
that people of color get in to schools more easily than white people. I shared this 
#""!�� (�4&1%�%"/�!2/&+$�*6�"5&1�&+1"/3&"4ǽȋ��

и�ͦ͛ͥ͝Ǿ�	ͧ͛ͦ͟͟Ǿ��ͨͣͨͬ͟͟͡

Stereotyping

•� ��"�/)6�Ǘǚʢ�,#�2+!"//"-/"0"+1"!�-",-)"�,#� ,),/�ț�,1%�*"+��+!�4,*"+Ȝ�"5-"/&"+ "!� 
stereotyping in their previous job (Figure 4). 

•� ��+!"//"-/"0"+1"!�*"+��+!�4,*"+�"5-"/&"+ "!�01"/",16-&+$��1�/�1"0��)*,01�14& "��0�%&$%� 
�0��%&1"ȡ�0&�+�*"+�țǖǙʢȜ��+!��%&1"ȡ�0&�+�4,*"+�țǖǗʢǾ�-ʳǽǕǖȜǽ�

Sexual Harassment

•� �ǖ�&+�ǖǕ�4,*"+�&+�1" %�/"-,/1"!�"5-"/&"+ &+$�2+4�+1"!�0"52�)��11"+1&,+�&+�1%"�',��1%"6�*,01�
/" "+1)6�)"ƞ�ț	&$2/"�ǚȜǽ�

•� ��,*"+�,#��))��� ($/,2+!0�4"/"�0&$+&Ɯ �+1)6�*,/"�)&(")6�1,�"5-"/&"+ "�2+4�+1"!�0"52�)� 
�11"+1&,+�1%�+�1%"&/�*�)"� ,2+1"/-�/10�țǖǕʢ�30ǽ�ǝʢǾ�-ʳǽǕǕǚȜǽ�

•� ��+4�+1"!�0"52�)��11"+1&,+�&0�/"-,/1"!��1�/�1"0��)*,01�14& "��0�%&$%��*,+$�"*-),6""0�&+�1%"�
1" %�&+!201/6�30ǽ�1" %�"*-),6""0�&+�,1%"/�&+!201/&"0�țǖǕʢ�30ǽ�ǛʢǾ�-ʳǽǕǕǖȜǽ

Male

Female

Tech Industry

�,+Ȓ�" %��+!201/6

Ǖʢ Ǘʢ Ǚʢ Ǜʢ ǝʢ ǖǕʢ ǖǗʢ

	&$2/"�ǚǽ��"52�)���/�00*"+1



Bullying

Publically humiliation/embarassment

Rudeness/Condescending behavior 

Ǖʢ ǚʢ ǖǕʢ ǖǚʢ ǗǕʢ Ǘǚʢ ǘǕʢ

	&$2/"�Ǜǽ��2))6&+$��+!��,01&)&16

�,+Ȓ�
���

LGBTQ

White/Asian Men

�+!"//"-/"0"+1"!��"+

Bullying/Hostility

ș� ��
����"*-),6""0�4"/"�*,01�)&(")6�1,��"��2))&"!�țǗǕʢȜ��+!�"5-"/&"+ "�-2�)& �%2*&)&�1&,+�,/� 
"*��//�00*"+1�țǗǙʢȜǾ��,1%��1�0&$+&Ɯ �+1)6�%&$%"/�/�1"0�1%�+�+,+Ȓ�
����"*-),6""0�țǖǘʢǾ�-ʳǽǕǖȜǽ�

ș� ��%&1"��+!��0&�+�*�)"0�"5-"/&"+ "!��2))6&+$�țǖǛʢȜǾ�-2�)& �%2*&)&�1&,+�țǖǛʢȜǾ��+!�/2!"+"00�țǗǚʢȜ�
*,/"�#/".2"+1)6�1%�+�2+!"//"-/"0"+1"!�*"+�țǞʢǾ�ǖǖʢ��+!�ǖǞʢǾ�	&$2/"�ǛȜǽ

ș� �2))6&+$��+!�%,01&)&16�4"/"�*,01�,ƞ"+�-"/-"1/�1"!��6�0"+&,/Ȓ)"3")�"*-),6""0�țǚǘʢȜ

Summary of unfair experiences

�%&)"�"*-),6""0�#/,*��))��� ($/,2+!0�"5-"/&"+ "!�2+#�&/�1/"�1*"+1�&+�1%"&/�-/"3&,20�4,/(-)� "Ǿ�&1�&0� 
 )"�/�1%�1�"*-),6""0�#/,*�2+!"//"-/"0"+1"!��+!�!&3"/0"��� ($/,2+!0�#� "!�2+&.2"� %�))"+$"0ǽ��%&)"�
�%&1"��+!��0&�+�*"+��+!�4,*"+�4"/"�*,01�)&(")6�1,�"5-"/&"+ "�2+#�&/�*�+�$"*"+1�-/� 1& "0�4%& %�%�!�
1,�!"�)�4&1%�!�6Ȓ1,Ȓ!�6�"*-),6*"+1�"5-"/&"+ "0�)&("�4,/(��00&$+*"+10Ǿ�2+!"//"-/"0"+1"!�$/,2-0� 
"5-"/&"+ "!�*2 %�*,/"�+"$�1&3"�1/"�1*"+1�0-" &Ɯ �1,�1%"&/�/� &�)ȡ$"+!"/��� ($/,2+!0�ț01"/",16-&+$��+!�
0"52�)�%�/�00*"+1Ȝǽ��2))6&+$��+!�%,01&)&16��ƛ" 1"!��))�$/,2-0Ǿ�4%& %�02$$"010�1%"0"��"%�3&,/0��/"�*,/"�
&+!& �1&3"�,#���1,5& �4,/(-)� "� 2)12/"Ǿ��21��
����"*-),6""0�4"/"��ƛ" 1"!�*,01�� 21")6ǽ��%"0"�!�1��
demonstrate that 4,/(-)� "�"5-"/&"+ "0�!&ƛ"/�!/�*�1& �))6��6�/� "Ǿ�$"+!"/Ǿ��+!�0"52�)�,/&"+1�1&,+.  
�+!"/01�+!&+$�1%"�/")�1&,+0%&-��"14""+�1%"0"�"5-"/&"+ "0��+!�"*-),6""�12/+,3"/��+!�/"1"+1&,+�&0�1%"�
next step in understanding the underrepresentation of diverse groups in the tech ecosystem. 

 “There were a lot of rude and condescending employees that treated me like  
��4�0�)"00� ,*-"1"+1ǽ��%"�$"+"/�)� 2)12/"�1%"/"��)0,�4�0+Ȇ1�!&3"/0"Ǿ�0,���01/2$$)"!�
Ɯ11&+$�&+��+!�*�(&+$�#/&"+!0ȁ���#")1�3"/6�&0,)�1"!ǽǽǽ��0-" &�))6�4,/(&+$�&+��� 
 ,*-�+6�4%"/"�1%"�*�',/&16�,#�"*-),6""0� ,+0&!"/"!�1%"*0")3"0�1,��"�-,)&1& �))6�
)&�"/�)��+!�&+ )20&3"Ǿ�6"1�*&+,/&1&"0�/"-/"0"+1"!���0*�))�#/� 1&,+�,#�1%"�4,/(#,/ "ǽ� 
��#")1�/"0"+1#2)ǽȋ����
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How Unfairness Contributed to Turnover and Retention 

�"51Ǿ�4"�"5-),/"!�1%"�/")�1&,+0%&-��"14""+�-"/0,+�))6�"5-"/&"+ &+$��+!ȡ,/�,�0"/3&+$�2+#�&/� 
1/"�1*"+1�4&1%&+�1%"�4,/(�"+3&/,+*"+1��+!�1%"�!" &0&,+�1,�)"�3"�1%�1� ,*-�+6ǽ�

Unfairness and turnover

Experiencing unfairness 0&$+&Ɯ �+1)6�&+ /"�0"!�1%"�)&(")&%,,!�,#�citing unfairness as the reason  
for leavingǾ�4&1%�01"/",16-&+$��+!��2))6&+$ȡ%,01&)&16��"&+$�1%"�"5-"/&"+ "0�1%�1�4"/"�1%"�01/,+$"01� 
-/"!& 1,/0�,#�)"�3&+$�!2"�1,�2+#�&/+"00�ț-ʳǽǕǕȜǽ��%"�*,/"�01"/",16-&+$��+!��2))6&+$�"*-),6""0� 
experienced, the higher the rates of employees’ leaving due to unfairness. Observing unfair treatment  
&+�1%"�#,/*�,#�01"/",16-&+$Ǿ��2))6&+$Ǿ��+!�0"52�)�%�/�00*"+1�4�0��)0,�0&$+&Ɯ �+1)6�/")�1"!�1,�)"�3&+$� 
!2"�1,�2+#�&/+"00Ǿ�02$$"01&+$�1%�1�1%"�&*-� 1�,#�+"$�1&3"�1/"�1*"+1��+!�4,/(-)� "� 2)12/"�"51"+!0� 
�"6,+!�1%,0"�4&1%�-"/0,+�)�"5-"/&"+ "0�,#�2+#�&/�1/"�1*"+1��+!��)0,��ƛ" 10�12/+,3"/�!" &0&,+0� 
�*,+$�,+"ȉ0� ,))"�$2"0�ț-ʳǽǕǕȀ��--"+!&5����)"�ǙȜǽ�

For LGBTQ employees, being �2))&"!�4�0�1%"�01/,+$"01�-/"!& 1,/�,#�)"�3&+$�!2"�1,�2+#�&/+"00�ț-ʳǽǕȜǾ� 
�+!�ǛǙʢ�,#��
����"*-),6""0�4%,�4"/"��2))&"!�0�&!�1%"�"5-"/&"+ "� ,+1/&�21"!�1,�1%"&/�!" &0&,+�1,�
)"�3"ǽ�	,/�2+!"//"-/"0"+1"!�*"+��+!�4,*"+�,#� ,),/Ǿ��"&+$�01"/",16-"!�4�0�1%"�*,01�0&$+&Ɯ �+1�!/&3"/ 
,#�)"�3&+$�!2"�1,�2+#�&/+"00�ț-ʳǽǕȜǾ��+!�ǘǚʢ�4%,�"5-"/&"+ "!��"&+$�01"/",16-"!�0�&!�&1� ,+1/&�21"!�1,�
1%"&/�!" &0&,+�1,�)"�3"ǽ�	&ƞ6Ȓ0"3"+�-"/ "+1�țǚǜʢȜ�,#�1%,0"�4%,�"5-"/&"+ "!�2+4�+1"!�0"52�)��11"+1&,+�
said that these experiences contributed to their decision to leave their previous company.  

Unfairness and retention

�1"/",16-&+$��+!��2))6&+$ȡ%,01&)&16�4"/"�1%"�,+)6�14,� �1"$,/&"0�,#��"%�3&,/0�1%�1�4"/"�strongly  
correlated to length of employment, indicating that the more stereotyping and bullying experienced, 
the shorter the length of time that employees remained at their previous company. Experiencing unfair 
*�+�$"*"+1��+!�,�0"/3&+$�2+#�&/�1/"�1*"+1��,1%�%�!�1%"�,--,0&1"�"ƛ" 1Ǿ�4&1%�*,/"�"5-"/&"+ "0�,#�
2+#�&/�*�+�$"*"+1��"&+$� ,//")�1"!�4&1%�01�6&+$�),+$"/Ǿ�02$$"01&+$�1%�1�1%"0"�"5-"/&"+ "0��/"� 
�00, &�1"!�4&1%��"&+$�"*-),6"!�4&1%��� ,*-�+6�#,/�),+$"/�-"/&,!0�,#�1&*"�,/�1%�1�1%"0"�"5-"/&"+ "0�
are not major drivers of decisions to leave (Appendix, Table 5). 

�%"�/")�1&,+0%&-0��"14""+�+"$�1&3"��+!�2+#�&/�"5-"/&"+ "0��+!�12/+,3"/��+!�/"1"+1&,+��/"� )"�/ǿ� 
1%"�*,/"�#/".2"+1�1%"�"5-"/&"+ "0�1%�1�"*-),6""0�%�3"�4&1%�2+#�&/�1/"�1*"+1Ǿ�1%"�*,/"�)&(")6�1%"6��/"�
1,�)"�3"ǽ��%&)"��))�"*-),6""0�&+�1%&0�0�*-)"�4"/"�Ȋ1" %�)"�3"/0Ǿȋ�4%�1�!&ƛ"/"+1&�1"0�1%,0"�)"�3&+$�!2"�
1,�2+#�&/+"00��/"�1%"�0-" &Ɯ �/"�0,+0�#,/�1%"&/�!"-�/12/"ǽ�

Ȋ��4�0�1/"�1"!��0��+�,1%"/Ǿ�"5 )2!"!Ǿ��+!�2+!"/3�)2"!�&+�*6�,ƛ& "ǽ���4�0�0�1�&+�1%"�
�� (�,#�1%"�,ƛ& "Ǿ���4�0�&$+,/"!Ǿ��+!�&1�4�0�*�!"��--�/"+1�1%�1���4�0���Ȇ!&3"/0&16�
%&/"ǽȆ���4�0�1,)!���4�0�Ȇ1,,�0"+0&1&3"ǽȆ���4�0�1,)!�1%�1�,1%"/��)� (��+!�)"0�&�+�#,)(0�&+�
1%"�,ƛ& "�!&!+Ȇ1�#"")��0���!&!Ǿ��ƞ"/�*"+1&,+&+$�%,*,-%,�& ��+!�/� &01�',("0��"&+$�
0-"4"!�&+�4,/(Ȓ,+)6� %�1� %�++")0ǽ���)"ƞ�*6�"*-),6"/��" �20"���4�0��"&+$�1/"�1"!�
2+#�&/)6��0����)� (�4,*�+��+!�%2*�+��"&+$ǽȋ
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The Astounding Costs of Unfairness

Unfairness costs companies an estimated $16B  per year.

�%"� ,010�,#�12/+,3"/�!2"�1,�2+#�&/+"00�&+�4,/(-)� "� 2)12/"��/"�01�$$"/&+$ǽ���0"!�,+� 2//"+1�"01&*�1"0�,#�
�3"/�$"� ,010�#,/�/"-)� &+$�-/,#"00&,+�)�"*-),6""0Ǿ�"� %�-"/0,+�4%,�)"�3"0���1" %�',��4&))� ,01� ,*-�+&"0�
an average of $144,000 per employee for full replacement costs (lost productivity, recruiting costs, salary, 
"1 ǽȜǽ��"�/)6�ǙǕʢ�,#�1%&0�0�*-)"�,#�1" %�"*-),6""0�/"-,/1"!�)"�3&+$�1%"&/�',�0�!2"�1,�2+#�&/+"00ǽ���0"!�,+�
this data, the annual yearly estimated cost to tech employers for turnover due to unfairness totals over 
$16 billion per yearǽ��%�1�4,2)!�1%"� ,01�),,(�)&("�#,/��+�&+!&3&!2�)� ,*-�+6Ȅ��#�4"��002*"���)�/$"�1" %�
 ,*-�+6�-�60�"+$&+""/0��+��3"/�$"�0�)�/6�,#�ʏǖǕǕǾǕǕǕ��+!�&1�"*-),60�ǖǕǾǕǕǕ�"+$&+""/0Ǿ�"3"+�4&1%���),4"/�
12/+,3"/�/�1"�țǚʢȜ��+!�12/+,3"/�/�1"�!2"�1,�2+#�&/+"00�,#�ǘǜʢǾ�1%�1� ,*-�+6��),+"�4,2)!�),0"�$27 million 
-"/�6"�/��6��)),4&+$�1%"&/�4,/(-)� "� 2)12/"�1,�!/&3"�1�)"+1�,21�1%"�!,,/ǽ�

�"6,+!�1%"�Ɯ+�+ &�)� ,010Ǿ�1%"/"��/"��!!&1&,+�)�/"-21�1&,+�)� ,010�1,� ,*-�+&"0�!2"�1,�2+#�&/+"00Ȓ 
/")�1"!�12/+,3"/ǽ��&1%&+�1%&0�012!6Ǿ�ǘǚʢ�,#�#,/*"/�"*-),6""0�0�&!�1%"&/�"5-"/&"+ "0�4,2)!�*�("�1%"*�
less likely�1,�/"#"/�,1%"/0�1,�0""(���',���1�1%"&/�#,/*"/�"*-),6"/Ǿ��+!�Ǘǚʢ�0�&!�1%"6�4,2)!��"�less likely 
1,�/" ,**"+!�,1%"/0�1,��26�,/�20"�-/,!2 10�#/,*�#,/*"/�"*-),6"/ǽ��%&0��!!0�0&$+&Ɯ �+1)6�1,�1%"� 
$16 billion annual price tag for replacing employees. 
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Race/Ethnicity % of 2016  
Computing 
Workforce

# of 2016  
Computing 
Workforce

# Leaving Due to 
Voluntary Turnover 
(6.15%)

Turnover  
Rate Due to  
Unfairness

# Leaving 
Due to  
Unfairness

Cost for Making an 
Engineering Hire 
($17,000)

Full Replacement 
Costs at 1.5x Average 
Salary ($144,834.24)

White ǜǕʢ 3,483,900 214,260 ǘǚʢ 74,991

Asian ǖǝʢ 895,860 55,095 ǙǙʢ 24,242

�)� ( ǝʢ 398,160 24,487 ǘǙʢ 8,326

Other Ǚʢ 199,080 12,243 ǘǙʢ 4,163

Latinx (of any race) ǜʢ

Total 4,977,000 306,085 ǘǜʢ 111,722 $1,899,274,000 $16,181,170,961

	&+�+ &�)��,010�,#��2/+,3"/��2"�1,��+#�&/+"00ȡ�&01/"�1*"+1

See Appendix 2 for a full description of methodology



What Can Companies Do? 

Tech leavers indicate improving fairness can improve retention for all groups. 

�*-),6""0�&+�1%&0�0�*-)"�4"/"��0("!�1,�&+!& �1"�1%"�)&(")&%,,!�1%�1�1%"6�4,2)!�%�3"�01�6"!��1�1%"&/�
previous company if the company addressed various reasons for leaving. Findings demonstrate that 
&*-/,3&+$�1%"�#�&/+"00Ǿ�&+ )20&,+Ǿ��+!�-,0&1&3"� 2)12/"�,#�1%"&/�4,/(-)� "�"+3&/,+*"+1� ,2)!�%�3"��)0,�
&+Ɲ2"+ "!�1%"*�1,�01�6ǿ

•  62% ,#��))�"*-),6""0�4,2)!�%�3"�01�6"!�&#�1%"&/� ,*-�+6�%�!�1�("+�01"-0�1,� /"�1"���*,/"� 
-,0&1&3"��+!�/"0-" 1#2)�4,/(�"+3&/,+*"+1ǽ�

•� ��,/"�1%�+�%�)#�,#�1%"�0�*-)"�0�&!�1%"6�4,2)!�%�3"��""+�)&(")6�1,�01�6�%�!�1%"&/� ,*-�+6�1�("+�
01"-0�1,�*�("�1%"� ,*-�+6� 2)12/"�*,/"�#�&/��+!�&+ )20&3"�ț57%Ȝǽ��+!"//"-/"0"+1"!�-",-)"�,#�
 ,),/�4"/"�0&$+&Ɯ �+1)6�*,/"�)&(")6�1,�01�6�&#�1%"� 2)12/"��" �*"�*,/"�#�&/��+!�&+ )20&3"�4%"+�
 ,*-�/"!�1,��%&1"ȡ�0&�+�"*-),6""0�țǛǙʢ� ,*-�/"!�4&1%�ǚǙʢȜǾ�-ʳǽǕǕǖȜ�ǽ�

•  73% ,#��))�"*-),6""0�&+!& �1"�1%"6�4,2)!�%�3"�01�6"!��1�1%"&/�-/"3&,20� ,*-�+6�&#�1%"6�4"/"� 
,ƛ"/"!�$/"�1"/� ,*-"+0�1&,+Ǿ���-/,*,1&,+�,/�&+ /"�0"!�/"0-,+0&�&)&16�țǛǜʢȜǾ�,/�4&1+"00"!��+� 
&*-/,3"*"+1�&+�1%"�"ƛ" 1&3"+"00�,#�*�+�$"*"+1��+!�)"�!"/0%&-�țǛǞʢȜǾ�02$$"01&+$�1%"� 
importance of improving management practices. 

�� %�,#�1%"0"�Ɯ+!&+$0�%�3"��� ,+0&01"+1�1%"*"�,#�#�&/�1/"�1*"+1ȕ#/,*��"&+$�$&3"+���1&1)"��+! 
�/"0-,+0&�&)&1&"0� ,+0&01"+1�4&1%�,+"ȉ0���&)&1&"0Ǿ��+!���-/,*,1&,+�4%"+�!"0"/3"!Ǿ�1,��"&+$���)"�1,� 
4,/(�&+���/"0-" 1#2)��+!�&+ )20&3"�"+3&/,+*"+1��+!�+,1�1/"�1"!�2+#�&/)6���0"!�,+�!"*,$/�-%& � 
 %�/� 1"/&01& 0ǽ��,�%,4� �+� ,*-�+&"0�"+02/"�#�&/�1/"�1*"+1�,#��))�"*-),6""0Ǿ�-�/1& 2)�/)6�1%,0"�#/,*�
2+!"//"-/"0"+1"!��� ($/,2+!0Ȅ

Examining the impact of diversity and inclusion initiatives

In the last several years, tech companies have begun to implement initiatives to improve their diversity  
+2*�"/0Ǿ�4%&)"�&+ )20&,+�01/�1"$&"0ȕ1,�"+02/"�"*-),6""0�#"")Ǿ�&+ )2!"!Ǿ��+!�0�1&0Ɯ"!ȕ%�3"��""+��!,-1"!�
�6�#"4"/� ,*-�+&"0��+!�/" "&3"!�)"00�,3"/�))��11"+1&,+ǽ�
&3"+�1%"�"�/)&"/�Ɯ+!&+$0Ǿ�4%& %�!"*,+01/�1"�1%�1�
2+#�&/�1/"�1*"+1��+!��� 2)12/"�,#�!&0/"0-" 1�!/&3"�"*-),6""0�,21�1%"�!,,/Ǿ�4"�"5�*&+"!�4%"1%"/�%�3&+$�!&-
3"/0&16��+!�&+ )20&,+�&+&1&�1&3"0�&+�-)� "�*�!"��+6�02�01�+1&3"�!&ƛ"/"+ "�&+�"*-),6""�"5-"/&"+ "ǽ��"�"5-),/"!�
Ɯ3"� ,**,+�!&3"/0&16��+!�&+ )20&,+�&+&1&�1&3"0ǿ�țǖȜ���3&+$����&3"/0&16��+!��+ )20&,+�!&/" 1,/Ǿ�țǗȜ��"11&+$�"5-)& &1�
!&3"/0&16�$,�)0Ǿ�țǘȜ���6&+$��,+20"0�#,/�"*-),6""�/"#"//�)0�,#� �+!&!�1"0�#/,*�2+!"//"-/"0"+1"!��� ($/,2+!0Ǿ�
(4) Conducting unconscious bias training, (5) Establishing Employee Resource Groups (ERGs). 15
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��3&+$��� ,*-/"%"+0&3"�!&3"/0&16��+!�&+ )20&,+�01/�1"$6�&+�-)� "ȕ,+"�4%& %�&*-)"*"+10��))� 
ǚ�,#�1%"���,3"�-/� 1& "0ȕ!"*,+01/�1"!�-/,*&0&+$�Ɯ+!&+$0�#,/�/"!2 &+$�2+#�&/+"00� 
ț�--"+!&5Ǿ����)"�ǛȜǽ��%"+��))�ǚ�!&3"/0&16��+!�&+ )20&,+�&+&1&�1&3"0��/"�&+�-)� "ǿ�

•  Overall experiences of unfairness��+!�*&01/"�1*"+1�4"/"�0&$+&Ɯ �+1)6�),4"/Ǿ�!"*,+01/�1&+$�1%�1�
!&3"/0&16��+!�&+ )20&,+�&+&1&�1&3"0� �+�&*-/,3"�1%"�4,/(�"+3&/,+*"+1�#,/��))�"*-),6""0ǽ�ț-ʳǽǕǕǕȜ

•  Sexual harassment, bullying, and stereotyping were 0&$+&Ɯ �+1)6�),4"/Ǿ�4%& %�4"/"�0,*"�,#�
1%"��"%�3&,/0�*,01� ),0")6�)&+("!�1,�12/+,3"/��+!�/"1"+1&,+�#,/�2+!"//"-/"0"+1"!�$/,2-0ǽ�ț-ʳǽǕǕǕȜ

•� �*-),6""0�4"/"�0&$+&Ɯ �+1)6�less likely to leave due to unfairness or mistreatment.

•  Diversity and inclusion initiatives did not decrease unfair people management practices, in the 
#,/*�,#�-/,*,1&,+0Ǿ�',���00&$+*"+10Ǿ��+!�/")�1"!�!�6Ȓ1,Ȓ!�6�4,/(Ǿ�02$$"01&+$�1%�1��)1"/+�1&3"�
&+1"/3"+1&,+0�1,�0-" &Ɯ �))6��!!/"00�*�+�$"*"+1�1/�&+&+$��+!�-/� 1& "0��/"�+""!"!ǽ�ț-ʳǽǕǛȜ

Most importantly, having all 5 initiatives implemented (a comprehensive diversity and inclusion 
strategy) provided a larger reduction in unfair experiences than any single initiative alone.  
(Appendix, Table 7)

�"�4�+1"!�1,�#2/1%"/�2+!"/01�+!�4%"1%"/�&+!&3&!2�)�!&3"/0&16��+!�&+ )20&,+�&+&1&�1&3"0�&*-� 1�0-" &Ɯ �
#,/*0�,#�2+#�&/+"00Ǿ�,/�4%"1%"/�1%"/"��/"�$/"�1"/��"+"Ɯ10�1,�%�3&+$��� ,*-/"%"+0&3"�0"1�,#�&+1"/3"+1&,+0ǽ�
�%"/"�4"/"�*&5"!�Ɯ+!&+$0Ǿ�&+!& �1&+$�0,*"�01/�1"$&"0�4"/"�"ƛ" 1&3"�&+�/"!2 &+$� "/1�&+�16-"0�,#��"%�3-
&,/0Ǿ��+!�,1%"/0�4"/"�+,1�ț�--"+!&5Ǿ����)"�ǝȜǿ�

•  Unfair People Management Practices:��,+"�,#�1%"�!&3"/0&16��+!�&+ )20&,+�&+&1&�1&3"0� 
0&$+&Ɯ �+1)6�/"!2 "!�"5-"/&"+ "0�,#�2+#�&/�-",-)"�*�+�$"*"+1�-/� 1& "0ǽ�

•  Bullying/Hostilityǿ��+ ,+0 &,20��&�0�1/�&+&+$�4�0�1%"�,+)6�&+&1&�1&3"�1%�1�!&!�+,1� 
0&$+&Ɯ �+1)6�/"!2 "��2))6&+$��+!�%,01&)&16ǽ�

•  Stereotypingǿ��))�,#�1%"�!&3"/0&16��+!�&+ )20&,+�&+&1&�1&3"0�4"/"�0&$+&Ɯ �+1)6��00, &�1"!�4&1%�#"4"/�
"5-"/&"+ "0�,#�01"/",16-&+$Ǿ��)1%,2$%�+,+"�%�!��0�01/,+$�,#��+�"ƛ" 1��0�%�3&+$��))�ǚ�1,$"1%"/ǽ�

•  Sexual Harassmentǿ��))�,#�1%"�&+!&3&!2�)�!&3"/0&16��+!�&+ )20&,+�&+&1&�1&3"0�0&$+&Ɯ �+1)6� 
decreased experiences of sexual harassment, although having all 5 implemented together  
had a stronger impact than any one alone. 

 

tech  
leavers 
study: 
D&I 
initiatives

“Actually increase the number of underrepresented minorities.  Altering the  
company culture so that those people were equally supported in their roles and  
given equal opportunities to succeed. This includes addressing discrimination  
�+!�%�/�00*"+1�&+�1%"�4,/(-)� "��+!�-"+�)&7&+$�-",-)"�4%,��/"�"+$�$&+$�&+� 
discrimination and harassment no matter their level in the company. This also  
includes fair and equal pay.  Pay and promote people according to contribution inȒ
01"�!�,#�&+ "+1&3&7&+$�1%"*�1,� ,*-�/&0,+�0%,-�#,/�,1%"/�,ƛ"/0�1,� ,+1&+2"� 
"�/+&+$�*�/("1�/�1"0ǽȋ��

и�ͣͨͭ͢͟͟Ǿ�	ͧ͛ͦ͟͟Ǿ��ͨͣͨͬ͟͟͡�



This nationally representative data provides a unique lens into the technology culture and ecosystem. 
�%"�Ɯ+!&+$0��/"� )"�/ǿ�2+#�&/�1/"�1*"+1�&0���0&$+&Ɯ �+1�!/&3"/�,#�12/+,3"/�� /,00��))�"*-),6""0Ǿ��+!�
2+!"//"-/"0"+1"!�"*-),6""0�#� "�!&ƛ"/"+1�#,/*0��+!�)�/$"/� 2*2)�1&3"��*,2+10�,#�2+#�&/�1/"�1*"+1Ǿ�
&+!& �1&+$�1%�1�1" %�4,/(-)� "� 2)12/"�&+!""!��--"�/0�1,��"�"5� "/��1&+$�1%"� %�))"+$"0�1,�1" %� 
4,/(#,/ "�!&3"/0&16��+!�-20%&+$�1�)"+1�,21�,#�1%"�!,,/ǽ��%"�Ɯ+!&+$0�%�3"�/"3"�)"!�#,2/�("6�1�("�4�60ǿ�

�  Unfairness Drives Turnover in Tech 
�+#�&/�1/"�1*"+1�4�0�"*-),6""0�*,01�#/".2"+1)6� &1"!�/"�0,+�#,/�)"�3&+$�1%"&/�-/"3&,20� ,*-�+6Ǿ�
4&1%�ǘǜʢ�)"�3&+$�#,/�1%&0�/"�0,+ǽ��+#�&/�1/"�1*"+1�4�0� &1"!�*,/"�1%�+�Ǘ5�*,/"�#/".2"+1)6�1%�+��"&+$�
/" /2&1"!��4�6��6����"11"/�,--,/12+&16ǽ��5-"/&"+ &+$��+!�,�0"/3&+$�2+#�&/+"00Ǿ�&+�1%"�#,/*0�,#�2+#�&/�
-",-)"�*�+�$"*"+1�-/� 1& "0Ǿ�01"/",16-&+$Ǿ�0"52�)�%�/�00*"+1Ǿ��+!��2))6&+$ȡ%,01&)&16Ǿ�4�0�!&/" 1)6�
1&"!�1,�12/+,3"/��+!�+"$�1&3")6�/")�1"!�1,�/"1"+1&,+ǽ��+!�6"1Ǿ�ǚǜʢ�,#�1" %�)"�3"/0�0�&!�1%�1�1%"6�4,2)!�
%�3"�01�6"!�&#�1%"&/�-/&,/�"*-),6"/�%�!��!!/"00"!�1%"�4,/(-)� "�"+3&/,+*"+1��+!� /"�1"!���*,/"�
#�&/��+!�&+ )20&3"� 2)12/"ǽ��%&0�Ɯ+!&+$�02$$"010�1%�1�4,/(-)� "� 2)12/"�!/&3"0�12/+,3"/��+!�1%"/"#,/"�
should be closely tied to retention solutions. 

����5-"/&"+ "0��&ƛ"/��/�*�1& �))6�� /,00�
/,2-0
�%&)"�"*-),6""0�#/,*��))��� ($/,2+!0�)"ƞ�!2"�1,�2+#�&/+"00Ǿ�1%"&/�� 12�)�"5-"/&"+ "0�4&1%&+�1" %�
4,/(-)� "0�!&ƛ"/"!�02�01�+1&�))6ǽ��+!"//"-/"0"+1"!�-",-)"�,#� ,),/�"5-"/&"+ "!�01"/",16-&+$�/,2$%)6�
Ǘ5�*,/"�1%�+��%&1"�"*-),6""0ǽ��
����"*-),6""0�4"/"�*,/"�)&(")6�1,�"5-"/&"+ "��2))6&+$�1%�+��+6� 
,1%"/�$/,2-ǽ�ǖ�&+�ǖǕ�4,*"+�"5-"/&"+ "!�2+4�+1"!�0"52�)��11"+1&,+Ǿ��+!�4"/"�0&$+&Ɯ �+1)6�*,/"�
)&(")6�1,�"+!2/"�1%"0"�"5-"/&"+ "0�1%�+�*"+ǽ��+!"//"-/"0"+1"!�4,*"+�,#� ,),/�4"/"�*,01�)&(")6�1,��"�
-�00"!�,3"/�#,/�-/,*,1&,+0ǽ��%&1"��+!��0&�+�*"+��+!�4,*"+�4"/"�*,01�)&(")6�1,�-"/ "&3"�2+#�&/+"00�
in management practices and leadership. While all groups experienced various forms of unfairness, the 
"5-"/&"+ "0�4%& %�4"/"�*,01�01/,+$)6�/")�1"!�1,�12/+,3"/�ț01"/",16-&+$��+!��2))6&+$Ȝ�4"/"�*,01�,ƞ"+�
experienced by underrepresented groups. Also, the greater the cumulative number of experiences, the 
*,/"�)&(")6�"*-),6""0�4"/"�1,�)"�3"�!2"�1,�2+#�&/+"00Ǿ��+!�4,*"+�"5-"/&"+ "!�0&$+&Ɯ �+1)6�*,/"�
unfairness than men. 

�� Unfairness in Tech Costs Billions Each Year
��0"!�,+�1%"�-"/ "+1�$"�,#�1" %�"*-),6""0�)"�3&+$�!2"�1,�2+#�&/+"00�&+�1%&0�012!6Ǿ�2+#�&/+"00��),+"�4&))�
cost tech companies $16B per year in employee replacement costs. This does not include reputational 
 ,010��00, &�1"!�4&1%�"*-),6""0�)"00�)&(")6�1,�/"#"/� ,))"�$2"0�#,/�,-"+�-,0&1&,+0�,/�1,�/" ,**"+!�1%"�
use of their products or services from their former employer . And given that unfair treatment is far more 
-/"3�)"+1�&+�1" %� ,*-�+&"0�1%�+�&+�+,+Ȓ1" %� ,*-�+&"0Ǿ�1�)"+1"!�"*-),6""0�4%,�%�3"�%�!�+"$�1&3"�
experiences and choose to leave the sector altogether, can add to the loss of talent and innovation.

��  Comprehensive Diversity and Inclusion Initiatives Can Improve Culture  
and Reduce Turnover

When diversity and inclusion initiatives are in place, unfair "5-"/&"+ "0��/"�0&$+&Ɯ �+1)6�),4"/Ǿ��+!� 
"*-),6""0��/"�0&$+&Ɯ �+1)6�)"00�)&(")6�1,�)"�3"�!2"�1,�#"")&+$�*&01/"�1"!ǽ���3&+$��� ,*-/"%"+0&3"�!&3"/0&16�
�+!�&+ )20&,+�01/�1"$6�&+�-)� "�%�0���*2 %�$/"�1"/�&*-� 1�1%�+�%�3&+$�0&+$)"�"ƛ,/10ȡ&+&1&�1&3"0ǽ��� 
 ,*-/"%"+0&3"��--/,� %�4&1%��))�ǚ�,#�1%"0"�"ƛ,/10�1&$%1)6�)&+("!��+!�02--,/1"!�4&1%�01/,+$� ,**&1*"+1�
decreases experiences of unfair treatment and ultimately decreases turnover due to unfairness. Individual 
initiatives have some impact on certain areas, and not on others, indicating that single initiatives cannot 
1�("�1%"�-)� "�,#��� ,*-/"%"+0&3"�!&3"/0&16��+!�&+ )20&,+�01/�1"$6ǽ�
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tech leavers study: 
the recommendations
�+!"/01�+!&+$�1%"� ,*-)"5&16�,#�4%�1�!/&3"0�12/+,3"/�#,/�!&ƛ"/"+1�$/,2-0�&+�1" %�&0�,+)6�%�)#�,#�1%"���11)"Ȁ�1%"�%�/!�4,/(�&+3,)3"0� 
�!!/"00&+$�1%"� %�))"+$"0�%"�!Ȓ,+��+!�&*-)"*"+1&+$� ,*-/"%"+0&3"��+!�/&$,/,20�0,)21&,+0ǽ��1�4&))�1�("�01/,+$� ,**&1*"+10�#/,*�
)"�!"/0%&-Ǿ��26Ȓ&+��1��))�)"3")0Ǿ��+!� ,+0&01"+1�*,+&1,/&+$�,#�1%"�"ƛ" 1&3"+"00�,#�0,)21&,+0�1,�0%&ƞ� 2)12/"0Ǿ�"+%�+ "�!&3"/0&16��+!� 
&+ )20&,+Ǿ��+!� /"�1"�#�&/�"+3&/,+*"+10�#,/��))�"*-),6""0�1,�1%/&3"ǽ��!!/"00&+$�2+!"//"-/"0"+1�1&,+�&+�1" %�*201�01�/1�Ɯ/01�4&1%�1%"0"�
%�/!� 2)12/�)� %�+$"0�4&1%&+� ,*-�+&"0ǽ��"/"��/"�,2/�/" ,**"+!�1&,+0�#,/�4%"/"�1,�01�/1ǿ�

1. Implement Comprehensive D&I Strategies

•� ��"3"),-��+!�&*-)"*"+1��� ,*-/"%"+0&3"�!&3"/0&16��+!�&+ )20&,+�01/�1"$6�1%�1�01�/10�4&1%�2+".2&3, �)�)"�!"/0%&-�#/,*�1%"�
top and is customized and aligned to your company’s values, culture, and business model. Leadership from the CEO and 
executive team on diversity and inclusion is critical to the success of any initiatives. 

•� ��+02/"�1%"�01/�1"$6�&0� ,*-/"%"+0&3"��+!�&*-)"*"+10�*2)1&-)"Ǿ�&+1"//")�1"!�&+&1&�1&3"0�/�1%"/�1%�+�1�(&+$���,+"Ȓ,ƛ� 
�--/,� %ǽ��,+ȉ1�1�("�1%"�"�06�/,�!ǿ�1%"�-,1"+1&�))6� ,+1/,3"/0&�)Ǿ��+!�)"00�4&!")6�&*-)"*"+1"!�01/�1"$&"0�ț"ǽ$ǽǾ�"01��)&0%&+$�
0-" &Ɯ �!&3"/0&16�$,�)0��+!�,ƛ"/&+$�"*-),6""�/"#"//�)��,+20"0�#,/�2+!"//"-/"0"+1"!�1�)"+1Ȝ�/".2&/"���*2 %�*,/"� 
sophisticated explanation and implementation plan, and therefore tend to signal a genuine commitment from the top. 

•� ��/"�1�!&3"/0&16��+!�&+ )20&,+��0����20&+"00�01/�1"$6ǿ��/6�&++,3�1&3"��--/,� %"0Ǿ�*"�02/"�1%"�"ƛ" 1&3"+"00�,#�1%"� 
01/�1"$&"0�6,2�&*-)"*"+1Ǿ��+!� ,2/0"Ȓ ,//" 1�4%"+�+""!"!ǽ�

2. Create Inclusive Cultures

•� ��1/&3"�1,� /"�1"���4") ,*&+$� 2)12/"�4%"/"�!&ƛ"/"+ "0��/"�3�)2"!Ǿ�"*-�1%6�&0�-/� 1& "!Ǿ��+!�/"0-" 1�&0�#2+!�*"+1�)ǽ� 
�!"+1&#6� ,/"�3�)2"0Ǿ�!"0 /&�"�1%"��,2+!�/6��"14""+��--/,-/&�1"��+!�&+�--/,-/&�1"��"%�3&,/0�&+�1%"�4,/(-)� "�ț�+!� 
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•  Establish a rigorous and customized performance management system and compensation structure and practices, to fairly 
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Consider the use of people operations technology tools to remove bias in all stages of the employment lifecycle, particularly 
for mid- and senior-level management. 
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and People Ops Technology companies which aim to mitigate bias from interviews and performance evaluations  
and develop inclusive talent management using tech tools.
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