
Introduction
As at the 5th April 2017 Tech Data Ltd. is required to comply with The Equality Act 2010 
(Gender Pay Gap Information) Regulations 2017. The following report summarises the details 
of our first Gender Pay Gap report and highlights some key areas of focus in our continual 
drive to improve and benefit from the composition and make up of our workforce.
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The Difference between Equal Pay 
and the Gender Pay Gap
It is important to explain prior to reading this report the distinction between equal pay and the gender pay gap. 
Equal pay means paying a man and a woman the same amount for work that is the same or broadly similar. 

The gender pay gap is the difference between the hourly pay of women versus men, calculated as an 
average across the workforce as a whole. As senior roles pay more than junior roles, the fewer women who 
hold senior roles in a company, the greater the average pay gap.

The Calculations
Overall Pay Distribution
This shows the proportion of men and women in each quartile by pay 
band. To calculate it, employees are ranked according to their hourly 
rate of pay, the full population is then divided into four quartiles –  
with an equal number of people in each. 

Gender Pay Gap
The gender pay gap shows the difference in the hourly rate of pay 
of men and women expressed as a percentage of the hourly rate 
of the male employees. Hourly pay includes such allowances as 
car allowances.  

The pay gap is not a measure of equal pay. An employer 
delivering equal pay can still have a gender pay or bonus 
gap. That’s because that gap can be affected by a number 
of factors, like having more men in senior higher-paid roles. 
 
Bonus Pay Gap
This shows the difference in bonus payments paid to male 
and female employees expressed as a percentage of 
the male figures. The report also includes the proportion  
of male and female employees who received bonus pay 
in the relevant 12 month period. Bonus pay includes 
allowances such as bonuses, commissions 
and shares.
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Key Findings
We’ve combined the data from both Tech Data Ltd and Tech Data AS UK Ltd. It accounts for 1,264 of our 
employees and includes our directors. The calculations are based on pay data at the ‘snapshot date’ of 5th 
April 2017 and bonuses paid over the 12 months before, in line with the new gender pay gap regulations. 

The data includes all roles within both our Office and Logistics functions. The total no. of employees 
reported in Logistics is 135 with the remaining 1129 being allocated to our Office functions.

When considering only the Logistics data set we have a split of 30% female to 70% male, with this 
increasing to 42% female and 58% male in the Office.

Overall Pay Distribution

 

 
We have more men than women working in 3 out of the 4 quartiles. Our lower, lower middle and 
upper middle quartiles have a minimal variance however, women remain underrepresented within 
our upper quartile. The Upper quartile representing our 316 top earners. 

Gender Pay Gap
Our gender pay gap as at 5th April 2017 reports a median 
gender pay gap of 18.7% with the Office of National Statistics 
(ONS) reporting an average pay gap of 18.4% in 2017. 
Tech Data’s gender pay gap is a result of more men occupying 
more senior and therefore more highly paid roles.

Bonus Pay Gap
There is very little variance in the percentage of women to 
men receiving a bonus (99.5% versus 97%) however, we do 
report a median bonus gap of 24%. This is mainly due to a 
lower number of women in the Upper Quartile and due to the 
bonus gap regulations being reported regardless of whether 
they are earned by a part time or full time employee. 90% of 
our part-time workforce are female. 

LOWER QUARTILE LOWER MIDDLE QUARTILE UPPER MIDDLE QUARTILE UPPER QUARTILE

Men 55.4%       
Women 44.6%

Men 48.3%       
Women 51.7%

Men 57.8%       
Women 42.2%

Men 75.9%       
Women 24.1%



Tech Data Ltd. – Creating a 
Great Place to Work for All
We believe a diverse workforce and an inclusive, welcoming and 
enriching environment drives business success and we are committed 
to reducing our gender pay gap. To reinforce this in 2017 we launched 
our new Shared Values, one of which is Inclusion – we win together. 

Embracing diversity and creating an inclusive environment in which 
all employees feel valued has such clear advantages as reducing 
employee turnover, widening our talent pool, improving engagement, 
collaboration and innovation whilst allowing us to truly partner with 
our customer base through reflecting and understanding their varying 
needs and perspectives. As such, diversity and inclusion underpin all 
elements of our strategic priority – Great Place to Work. 

Strategies to Increase Women in Management

We believe a diverse 
workforce and an 
inclusive, welcoming 
and enriching 
environment drives 
business success and 
we are committed to 
reducing our gender 
pay gap

I confirm the data and information 
represented in this report are 
accurate and meet the requirements 
of the Equality Act 2010 (Gender Pay 
Gap Information) Regulations 2017.

David Watts
Managing Director

Attract Select Develop Retain / Engage

Working in 
partnership with 
industry leaders 

on equality 
programs

Cultural awareness 
& education 
- neutralise 
unconscious 
gender bias

Focus on female 
HiPo pipeline for 
vacant positions

Mentoring

Female 
representation 

within Leadership 
& Management 

training programs

Promote Work-Life balance 
(flexible working)

97% of flexible working  
requests were agreed

Support for returning parents

84% of females on maternity 
returned to working with us

Recognition

Ongoing commitment to our  
Dignity at Work agenda


