
CDW GENDER PAY 
GAP REPORT 2024



2  |  uk.cdw.com  

INTRODUCTION 
At CDW, we are focused on fostering a welcoming, respectful, 
accountable, and fair culture and are committed to providing all 
our coworkers with the resources, training and support needed to 
succeed.  Our pay philosophy is based on a foundation of 
awarding our coworkers fairly, consistently and without regard to 
any protected characteristic, anchored in merit, performance and 
ability. 

This report outlines our initiatives in the UK that support our 
welcoming, respectful, accountable, and fair workplace. We 
remain focused on advancing opportunities for all and ensuring 
fair pay practices. 

"In this past year, we remained focused on 
creating opportunities across the business, 
ensuring our talent is enabled to develop 
and fully contribute. 

We are committed to cultivating a 
workplace environment that welcomes, 
respects, empowers, retains, and rewards 
coworkers for doing their best work. 

We will continue to take steps to ensure that 
all our coworkers are supported and 
compensated fairly. "
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The gender pay gap measures the gap between 
women’s and men’s average earnings. Women’s 
pay is expressed as a percentage of men’s pay.  

Analysis of the data shows that the difference in 
earnings between men and women in our UK 
workforce is 35.0% (mean) and 18.9% (median). 
Compared to past few years, the mean pay gap 
has continued to decrease, while the median 
has increased.  

Analysis of bonus data shows that we have a 
median bonus gap of 

 -20,0%. This means that, generally, women 
coworkers who receive bonuses are receiving 
20% more than men coworkers. The mean 
bonus gap is at 54.7% which reflects the 
variability of commission-based compensation. 

In April 2024, our UK workforce consisted of 
1,577 coworkers, with 70% men and 30% 
women. The representation of women as a 
percentage of the total workforce has increased 
consistently since our first reporting year in 
2017 and by 2.2% between April 2023 and April 
2024. 

WHERE WE STAND Bonus Pay Gap 
Our bonus pay gap is primarily reflective of the 
demographics of our workforce in commission-
based roles.

Sales commissions are based on individual 
performance, with an uncapped opportunity to 
earn. 

Bonus amounts are a proportion of base salary 
and are capped. 

Women held 30% of commissioned-based roles 
in 2024, a 1.5% increase from 2023

Percentage of men and women  
receiving bonus pay 

Note: Bonus pay calculations include all types of 
variable pay including commission.

-20.0%
MEDIAN  

Gender Pay Gap for  
Bonus Pay

54.7%
MEAN (AVERAGE)  

Gender Pay Gap for  
Bonus Pay 

Hourly Pay Gap 
The hourly pay gap reviews base salary as an 

hourly figure.

Pay Quartile by Gender 

Mean is based on the average of all pay data, and it 
can be skewed by outliers.

Median is based on the value at the midpoint of  
the pay data.

Calculations are based on data from 05 April 2024.

18.9%
MEDIAN  

Gender Pay Gap for hourly pay

35.0%
MEAN (AVERAGE) 

Gender Pay Gap for hourly pay

UPPER

85.0%
Male

15.0%
Female

UPPER 
MIDDLE

67.0%
Male

33.0%
Female

LOWER 
MIDDLE

68.4%
Male

31.6%
Female

LOWER

62.1%
Male

37.9%
Female

64.1% Women

58.4% Men
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This is our seventh annual report, in response to the UK government’s 
focus on improving gender pay parity. Notwithstanding the government 
initiative we recognise the value arising from ensuring equal 
opportunity in our working practices as we grow and mature as a 
business. 

Since our 2023 report, we have listened to our coworkers, learned from their 
feedback and enhanced existing programmes and initiatives designed to create 
supportive spaces for our talent, empowering and developing them at every stage 
to enable us to become a more welcoming, respectful, accountable, and fair 
workplace, for everyone’s benefit. 

Robust Pay, Rewards Practices and Performance Management 
In the last year we remained focused on building on the foundation for fair pay 
practices, complemented by a coworker-centric rewards programme that meets 
the varying needs of our talent and supports our coworkers through their career. 
We continue to review our benefits portfolio to support our coworkers at each life 
stage, recognising that these types of benefits and resources contribute to 
emotional wellbeing for our coworkers and strengthen their longevity within our 
organisation. 

Our engagement survey insights highlighted the need to implement a clear and 
transparent performance management process and to equip our talent with the 
knowledge, support and resources needed to reflect on performance on a regular 
basis.

ONGOING EFFORTS AND INITIATIVES
Supportive Working Practices and Packages 
We continued to offer flexible and supportive working practices including 
enhanced maternity benefits, and encouraged collaboration, trust and 
accessibility through our hybrid working model.  We remain curious to learn from 
our coworkers, including women, on their needs, what works for them, and apply 
initiatives that support work-life balance regardless of background or life 
circumstance.  

Improving Opportunity for Women in Sales and Tech 
It is important to foster welcoming, respectful, accountable, and fair environments 
that encourage and support participation and growth in tech and sales roles by 
groups not traditionally represented in those areas, including women. At CDW we 
offer a pathway to a Sales career and within the Technology industry through our 
Sales Academy programme. 

Breaking Down Barriers - CDW’s Women’s International Network  
At CDW UK, our Business Resource Groups (BRGs) are the foundation of our 
community, elevating coworkers’ voices whilst driving connection and belonging. 
All coworkers are eligible to participate in our BRGs and have the opportunity to 
learn about each other’s experiences.  The Women’s International Network (WIN) is 
one of our six BRGs, on a mission to foster a welcoming, respectful, accountable 
and fair environment for our women coworkers. 

WIN has continued to strengthen since its inception in 2020, and in the last year 
WIN has hosted impactful events open to all coworkers, including International 
Women's Day panels, the Tech Day of Pink campaign, and Women's and Allies Golf 
Day. 

WIN continued to empower our female talent, break down barriers, and bring 
partners and allies together. partners and allies together.
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“ 
We recognise that while we have made progress, 
the journey towards fully improving gender 
equality is ongoing. The initiatives from the last 
year lay the groundwork for a more welcoming, 
fairer workplace. As we continue to monitor 
progress and refine our strategies, we remain 
steadfast in our commitment to foster a 
welcoming, respectful, accountable, and fair 
workplace for all.”
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MANAGING DIRECTOR 
UK&I I confirm that the statistics in this report are accurate and have been calculated 

in accordance with relevant legislation.

Penny WIlliams | Managing Director, CDW UK and International


