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“Inclusion powers innovation, And
innovation powers our business.”
Our commitment to diversity and inclusion
is steadfast. It is more than what we do; it underpins why
we exist. We innovate.
Last year, we celebrated a major milestone
in achieving gender pay equity globally and we are
committed to maintaining this position.
Now, we are focused on driving more inclusive practices
internally and on increasing female leadership within Intel.
Our vision is to be the most inclusive company on the
planet. There is much progress left to make and we are
working hard to push the entire technology industry
forward.

Barbara Whye,
Vice President, Human Resources
Chief Diversity and Inclusion Officer

Executive Summary
Diversity and inclusion are critical to Intel’s continued
success and we welcome the UK government’s
approach to gender pay gap reporting in the workplace.
This report looks at Intel’s UK figures and outlines steps
in place to drive a more inclusive workforce.
Intel’s gap is primarily driven by a larger number of men
in senior positions, resulting in lower representation of
women in senior roles. This is a gap that we – along with
the entire technology industry – are working hard to
address.

We continue to work on attraction, retention and
progression of female talent at Intel. This is a multi-year
journey and we are focused on enabling women to join,
stay and thrive at Intel.

UK Gender Pay Gap
The difference in the average hourly wage
of all men and women across a workforce.
Typically, a higher proportion of men in senior
roles results in a bigger pay gap.

PAY EQUITY
Looks at whether there is a gap in the average
pay between employees of different genders in
the same or similar roles after accounting
for legitimate business factors that can explain
differences in pay, such as performance,
time in grade and tenure.

Increasing Female Representation Across All Levels
Leadership
Accountability

Intel is committed to a 1% increase in female
leadership year on year. In 2019, Intel took
two diversity and inclusion goals as part of
the calculation for its Annual Performance
Bonus. The first was to increase female
leadership by 1% globally and the second
was around driving a more inclusive culture
by enrolling our managers as allies.
We are proud to announce that we achieved
both of these goals.
We continue to focus on increasing
representation through leadership programs:
• Pay It Forward mentorship program
• Inclusive Leaders – a 6 month peer
learning group program
• Accelerated Women’s Leadership
Program (AWLP)

Bob Swan, Intel CEO

Integrated
D&I Processes
Inclusion runs through each of Intel’s culture
attributes and is integral to our culture evolution.
It isn’t a new concept to us, but it’s important to
know that becoming the most inclusive place on
the planet doesn’t happen overnight.
Contributing to a culture of inclusion is part of
what makes Intel a great place to work. This
means that:
• We recognize and respect the worth and
dignity of every employee
• We strive to build a fair system, allowing each
of us to contribute at our full potential
• We promote and sustain a sense of belonging
while valuing diverse talents, beliefs,
backgrounds, and experiences to help Intel
win
Inclusion is now a key part or our performance
evaluation system and our internal employee
recognition system. Our employee engagement
survey also measures Inclusion through a
number of tracked metrics.

“

“

Intel has a responsibility to lead in Global Diversity and Inclusion and bring the tech industry along with us. We have more
work to do, but I’m proud we are leading inside out with transparency

Recruit & Retain
diverse Talent

Intel maintains an unbiased approach to
recruitment and job descriptions. Recruiters
source high-performing talent from a pool of
diverse candidates, diverse panels conduct
interviews and participate in the hiring process.

We have a multigenerational workforce and are
continuing to support employees through a
variety of resource groups and supportive
networks.
In 2019, 45% of all UK hires were female and
29% of leadership hires were female.
We continue to support our employees by
offering a range of benefits to appeal to our
diverse population and to encourage women to
seek and succeed in leadership positions.

Our 2019 UK Data

2019 uk gender pay results at a glance
Hourly Pay Gap
Basic, pay, all allowances, bonuses
and other cash benefits

At Intel, we believe that a diverse workforce and inclusive
culture are key to our evolution and to driving our growth.
If we want to shape the future of technology, we must work
so that our workforce is representative of that future.

Our intel UK workforce
Total gender split

Gender breakdown by levels
Senior

Male
69%

Female
31%

Male
83%

Female
17%

Junior

Male
57%

Female
43%

mean

median

30.0% 36.4%

Bonus Pay Gap
Bonus, commission and
incentive earning
mean

48.8%

median

61.7%

Last year, we reported a mean gender pay gap of 29.4%. Our 2019
data shows that gap remained relatively steady at 30%. Our median
pay gap has grown year-on-year by approximately 2 percentage
points and both are a continuing reflection of the structure of our
workforce, where there is a lower representation of women in senior
and commission-based roles.
A higher proportion of both males and females receive bonuses than
other industries and Intel shows less differential between genders for
those receiving a bonus. 100% of our employees are eligible to
receive a bonus.
Males make up the highest proportion of the commission earning
workforce in Intel UK, which is particularly notable in the population
receiving high bonuses.
This pay data reflects our representation gaps; however, due to our
diversity and inclusion efforts, there is promising growth of our junior
female talent from which our future leadership will be drawn.

About Gender Pay Gap Reporting
In 2017, the UK Government introduced a new regulation which requires all companies with more than 250
employees in the UK to publicly disclose their Gender Pay Gap figures annually. This is reported in four categories:
Total Pay Gap based on hourly pay,
expressed as a mean and median
The mean difference is the average woman’s total earnings for
the month of April 2019 expressed as an hourly rate, subtracted
from the average man’s hourly rate and expressed as a
percentage. Typically, a higher proportion of men in more senior
roles mean that a man’s average hourly rate is higher.

Proportion of men and women
receiving bonus pay
The percentages of men and women who received bonus pay
in the period April 2018 to March 2019.

Annual Bonus Pay Gap expressed as a mean and median
The mean difference is the average woman’s total bonus income for the year
April 2018 to March 2019 subtracted from the average man’s total bonus income
for the same period, then divided by the average man’s bonus income and
expressed as a percentage. Typically, a higher proportion of men in more senior
roles means their average total bonus income is higher.

Proportion of men and women in different pay quartiles
This is calculated by sorting all employees by hourly rate pay for the month of
April 2019 from highest to lowest, diving the employees into four equal quartiles,
and calculating the split of men and women in each one. Typically, a higher
proportion of men in more senior roles mean they represent a higher percentage
of the top pay quartiles.

Our UK Gender Pay Results
Workforce
by gender

Men:

Women’s hourly rate of
pay is lower by
Mean

Median

Women’s bonus pay
is lower by
Mean

Median

31%

30.0%

36.4%

48.8%

61.7%

Quartile pay bands

The proportion of Men and Women in each pay quarter

Men:

Lower
Quartile

Lower
Middle
Quartile

Upper
Middle
Quartile

Upper
Quartile

women:

Men:
44.9%
Women:
55.1%

Men:
67.1%
Women:
32.9%

Men:
78.5%
Women:
21.5%

Men:
84.9%
Women:
15.1%

98.9%

69%
women:

Proportion
employees
receiving
bonus pay

99.5%

Declaration:
I can confirm that all the data contained in this report is accurate and is calculated in accordance with legislative
requirements for the snapshot date of 5 April 2019.

David Miles,
Director

