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At Toyota Material Handling UK our approach is to reward our team members fairly for the work they do  and 

provide positive employee benefits . Our processes and policies  are designed to ensure  we are fair and 

consistent and support our mission to be an employer of choice .  

The following report is based on the snapshot date of the 5th April 2026. 

 

         Gender Pay and Bonus Gap  

Difference between men and women  Mean Median 

Hourly rate  10.46 % 13.97% 

Bonus pay  5.19% - 34.22 % 

 

 

The table above shows the overall mean and median gender pay gap based on hourly rates of pay. As of the 5th 

April 2026, the mean gender pay gap was 10.46% and the median gender pay gap was 13.97%.  

The table also captures the mean and median difference in bonus pay between men and women. The mean 

bonus gap was 5.19% and the median bonus gap was - 34.22%. Bonus outcomes can be influenced by the 

distribution of team members across different roles, level s and bonus arrangements within the business. 

Compared with the previous reporting year, the mean bonus gap has reduced significantly, while the negative 

median bonus gap indicates that, at the median point, female team members received a higher bonus payment 

than male team members  

Whilst our workforce profile remains reflective of the sector in which we operate, we continue to focus on 

attracting, developing and retaining a diverse workforce and ensuring fair and consistent reward practices 

across the organisation.  
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OUR FUTURE INTENTION  

At the time of this snapshot, 82.78% of our workforce were male and 17.22% were female, which we believe is 

broadly reflective of the engineering and materials handling sector in which we operate. However, we remain 

committed to improving gender diversity across our organisation and continue to encourage women to pursue 

careers in engineering, technical and leadership roles. We have also continued to see positive representation of 

women across a range of roles, including sales, technician and apprenticeship  roles. 

 

HOW WE ARE ADDRESSING THE GENDER PAY GAP  

Recruitment  

As part of our recruitment process, we seek to attract a diverse range of talented individuals.  We provide 

recruitment training to all of our leaders to ensure a structured and fair recruitment process . We have increase d 

the diversity of images within our adverts  and posts.  

 

Monitor 

We continually monitor gender pay gaps and actively address areas where differences occur. We have started a 

process to use an external organisation to develop a pay grading structure to create greater fairness and 

transparency.  

 

Development  

As part of our people strategy, development is the key to our success. Every team member regardless of gender 

is given the same development opportunities.  We continue to develop talent, and succession plans and work 

with all team members to help them achieve their potential.  We have also introduced unconscious bias training 

into our induction and leadership  programme s. 

 

Retention  

Once we have the right people, we want them to stay  and enjoy the Toyota experience. We offer a range of 

flexible working options at all levels  of our business  to support our team members . We have benchmarked our 

benefits package and improved our parental benefits , holiday entitlement  and loyalty awards  to further support 

our team members.  

 

Top Upper middle Lower middle Lower

Men 86.38% 96.90% 84.92% 61.67%

Women 13.62% 3.10% 15.08% 38.33%
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Exit and Feedback  

We have an exit interview process that enables team members to provide feedback on their reasons for leaving. 

This helps us identify trends, improve employee retention and strengthen our attraction strategy.  We have 

increased our retirement benefits to support team members who are taking the next st ep.  

 

We have made great progress in balancing the pay of comparable roles within many areas of our business, th is 

evaluation of roles will continue  with the support of external providers.  We remain focused on delivering our 

people strategy and building an inclusive workplace where everyone has the opportunity to succeed.  

We confirm that the data reported is accurate.  

 

       
Nick Duckworth   Emma Newton  

Managing Director   Director –  HR and QHSE   

 


