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What is Gender Pay Gap Reporting?
Gender pay gap reporting is a legal requirement that mandates that 
organisations employing more than 250 sta� conduct and publish an 
annual report on the gender pay gap within their company. In simple terms, 
this means reporting on the di�erence between the average earnings of all 
male and female employees, irrespective of role or seniority. It should, 
however, not be confused with ‘equal pay’ which is about ensuring that 
men and women are paid the same for carrying out work of equal value.

Reporting on gender pay is important for organisations to put those 
reporting �gures into context for employees, customers and other 
stakeholders as well as setting out any action plan to address and 
remediate any gaps. 

It is important to note that the reporting of the 2020 data has not been 
mandated by the UK government because of the pressures companies have 
faced due to Covid-19. However, we are happy at TCE to let you know that 
we will be sharing the data in the same way and using the results to 
leverage any improvements going forward.

What’s the Picture at TCE?
We are proud of our e�orts at TCE to strive towards continuous 
improvements in the gender pay gap. We have a robust framework in place 
for pay that incorporates a grading structure and pay scale for all roles, in 
order to ensure equal pay for ‘like’ work. Whilst we acknowledge that the 
manufacturing industry does face some challenge when it comes to 
attracting and retaining female sta� and when we consider that only 24% of 
STEM graduates in 2017 were female and only 14% of that 24% were in 
technology and engineering, it does present us with some limitations. 
However, we don’t use this as an excuse and, as you will see later in this 
report, we are committed to �nding ways to strengthen our numbers and 
encourage more females into the industry.

In terms of �gures, since August 2017, when we published our �rst gender 
pay report, we have seen encouraging results. Our mandatory data points 
to a mean average of -8% which, when compared against the -6% in 2019 is 
more favourable towards women. Although the median �gure remains 
higher for men, it’s encouraging to see the gap reduce from 5% in 2019 to 
3% in 2020.

This is signi�cantly better than the manufacturing industry gender pay gap 
which for 2020 was 7.4% for full time sta� and 15.5% overall; however we 
recognise that this doesn’t mean we shouldn’t be pushing ahead for our 
own improvements.

Karen Lounds
Business Services Director

353 employees captured in this Gender Pay Report : 
13.6% of the total employee population are female.Closing the Gap at TCE

     As part of our wider CSR initiatives we work with local schools and 
colleges to shine a light on great careers within our industry and 
encourage participation in STEM
     Aspiring and Emerging Leaders Programmes which have had signi�cant 
representation from female sta�
     Flexible and part time working is actively encouraged wherever 
possible in addition to the introduction of buying extra holidays. This has 
created a more �exible environment to allow those, both men and 
women, with carer dependencies the opportunity to work more �exibly
     Participation with the Women Leaders’ Association to explore how we 
can be more inclusive of women in senior roles
     Above average representation on the board of directors

I hope this gives you a clear picture of the situation at TCE and reassures 
you that we are working hard to ensure that our organisation is one in 
which women are welcomed on an equal footing with men, both in career 
opportunities and in pay.

When it comes to bonus payments, although the �gures would suggest a 
sharp decrease in bonus payments to women, the reality is that in 2018 
an incentive bonus was paid to all sta� thereby substantially increasing 
the �gures for 2019. However it is encouraging to note that from the 
bonuses that were paid in 2020, although more than twice the number 
of males received a bonus due to the low female numbers overall, this 
year’s female proportion is signi�cantly higher than the male proportion.

It is important to supply extra information, not just the mandatory 
requirements, so that we are able to give a clearer picture of our business 
and its complexity - which you can read more on later in this document. 
In the meantime, let me share with you some of our most recent
initiatives which have been undertaken to try to reduce the gender pay 
gap.



Mean and Median
Gender Pay Gap 

353 employees captured in this Gender Pay Report : 
13.6% of the total employee population are female.

305 48
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The TCE mean pay gap favours our female employees by 8%  but 
the median is still 3% in favour of men, which is the �gure most 
widely reported. 

The median calculation is heavily in�uenced by the larger number of 
male employees in comparison to female employees, which presents 
a distorted picture of the organisation. 

Female -6% -4% -2% 0 2% 4% 6%

Mean and Median Gender Pay Gap 2020

Mean Pay Gap

Median Pay 
Gap

-8%

INTEGRITY
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Bonus Pay Gap

The picture has changed since 2019. With a discretionary bonus 
paid in July 2019 to all employees, there was no equivalent 
payment in 2020. What the 2020 data shows us is that although 
more than twice the number of males received a bonus, the 
proportion of males was signi�cantly lower than females due to 
the overall employed numbers. 

TCE Proportion 
of male & female employees 

receiving bonus in the period 
April 2019 - April 2020

8%

Male

23%

Female Mean and Median Bonus Pay Gap April 2019 - April 2020
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Proportion of Males & Females
Per Pay Quartile

Since 2019, the �gures have remained static with a slight increase 
in females in the upper quartile. 

However, these �gures don’t tell the whole story. Read on for 
more information.

-14%

Proportion of Males & Females by Pay Quartile, based on hourly rate

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Upper Quartile
Upper Middle 
Quartile
Lower Middle 
Quartile
Lower  Quartile

82% 18%

93% 7%

90% 10%

81% 19%

INTEGRITY



Taking the Pay Quartiles without shift and out of hours allowances also 
increases the proportion of females in the Upper Middle and Upper 
Pay Quartiles.

The Bigger Picture 
Mandatory reporting doesn’t show the whole story – and with the whole picture in view, it’s good news at TCE.
Heavy industry is often male dominated, and though these opportunities are o�ered to women at TCE, shift personnel

are mainly men.  In these cases, the out-of-hours working allowance can skew the gender pay gap �gures. 
When we take shift pay and out-of-hours working allowances out of the equation, we have a strong story to tell.  

-14% -12% -10% -8% -6% -2% 0%

Mean

Median

Mean and Median Gender Pay Gap 
(excluding shift allowance and out of hours payments)

-16% -4%

               Caroline Weeks
               Group Financial Controller

‘’During my time at TCE, the 
opportunities to progress and develop 

have been wonderful, and I have been given so 
much support along the way. I never would have 
dreamt that within a couple of years of starting at 

the company I would be the 
Group Financial Controller.’’

TCE Proportion of Males & Females by Pay Quartile, based on hourly rate
(excluding shift and out of hours allowmances)

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Upper Quartile
Upper Middle 
Quartile
Lower Middle 
Quartile
Lower  Quartile

80% 20%

85% 15%

91% 9%

90% 10%

When looking at the proportion of males and females overall
(excluding shift allowance and other out of hours allowances),
it shows a more favourable picture;  women are paid 16% more than 
men on average (or 14% in median terms). This is mainly due to more 
women being in senior roles in the organisation.

Gender Pay Gap Report 05

INTEGRITY



Diversity & Flexibility

Be part of a team with strong values
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Louise Platt, Head of Supply Chain:

‘’My career journey has shown me just how valued 
women are within TCE and that being a woman 
isn't a barrier to progression. During my career one 
of the real bene�ts for me was having the 
opportunity to work �exible hours when my three 
sons were young, as this enabled me to continue 
working and maintain a good work-life balance. 

Making Strides
At TCE we don't rest on our laurels and with a predominantly male workforce we 
know that we must tap into the plethora of female talent that exists around us. 
With this in mind we are passionate about our STEM programme which has seen us 
work with schools and colleges to showcase the fantastic opportunities we have on 
o�er at our TATA sites and be strong advocates for women in manufacturing.

Work-Life Balance
We understand that for all sta� achieving a good work-life balance underpins the 
well-being and productivity of our people, both men and women. With many 
employees stretched by caring responsibilities in their home lives, we recognise the 
importance of investing in �exible working initiatives. With the Covid-19 pandemic 
invoking a more regular 'working from home' schedule, we have ensured that this 
will now become a more prominent part of sta�'s working patterns. We have also 
introduced the buying of extra holidays in addition to the range of initiatives we 
had already put in place including job sharing, core hours and part time working 
opportunities.

Beyond TCE
We believe that sharing best practice with other organisations is a great tool for self 
assessment. Working with the Women's Leaders' Association, which is committed to 
supporting women in their career developments through a programme of events, 
we have also recently participated in an International Women's Day event with a 
number of other representatives from a range of organisations. With the 
opportunity to network and share learnings we are excited to take some of these 
ideas and initiatives back into our own business.

INTEGRITY

Careers within the STEM industry have historically been male 
dominated, but there are now more women than ever working in these 
roles, with a record breaking 1 million with these occupations.  However, 
for individuals wanting to pursue a career other than in the typical 
STEM roles,  there are plenty of exciting career opportunities within other 
departments, such as Sales and Marketing, Procurement, HR, SHEQ & 
Finance,  all which can o�er great opportunities for women in industry.’’
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TCE Case Study

As we hope you can see, we have much to celebrate at  TCE. Whilst the number of female employees is low, we do have much cause for optimism on 
the gender pay gap when we examine the data in more depth. What is apparent is that we need to address the gender balance from shop �oor to 

top �oor, which means ensuring that Manufacturing as an industry attracts and retains females in a variety of roles. 

This is the challenge that exists; but we are excited by the prospect of our STEM programme for the year ahead which, pandemic allowing, should 
see us renewing our activities in local schools and colleges and spreading the message loud and clear that TCE welcomes women into the 

manufacturing industry with open arms.

INTEGRITY

Kate King, Quality Control Manager: 

As QC Manager at TCE, I manage and oversee our laboratory teams across our 3 sites. Working with 
Quality Assurance (QA), I also ensure that we as a company follow and keep abreast of legislation and 
safety guidance to guarantee a quality product that is both safe and �t for purpose.

I joined TCE in 2019 after pursuing a career in the sciences after college having gained the skills, 
quali�cations and experience needed, most notably during a placement year in a biocide lab at Johnson 
& Johnson. After studying Forensic Science at university it was disheartening to discover that two thirds 
of the forensic science service units were being closed thereby reducing opportunities and earning 
potential for quali�ed forensic scientists. 

However, this didn’t deter me from pursuing my career in lab work and, despite being the only female on my lab placement, I 
have never felt that being female in the workplace has been detrimental to my career progression opportunities. It is indeed 
true that the majority of sta� at TCE are male but I have always been supported and encouraged to develop and progress my 
career and would encourage any girls considering a career in science not to be deterred. 

I am passionate about women working in industry. I �rmly believe that girls, given the right encouragement and guidance at 
school, should be pursuing career opportunities in science and I am proud to be part of an organisation which promotes STEM 
initiatives and that supports equality in the workplace.



EnterpriseA
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Publishing Requirements & De�nitions
De�nitions

Pay includes basic pay, paid leave, maternity pay, sick pay, area allowances, shift premium pay, bonus pay and other pay (including car allowances paid through the payroll,
on call and standby allowances, clothing, �rst aider or �re warden allowances)

• It does not include payments from a di�erent pay period, overtime pay, expenses, the value of salary sacri�ce schemes, bene�ts in kind, redundancy pay, arrears of pay
  and tax credits

• Calculation of hourly pay rate is: (A * B)/ C

 A = Pay i.e. pro rata bonus + April’s ordinary pay, not including overtime)
 B = Multiplier i.e. 7 days in week/30.44 days in month
 C = Employees actual weekly working hours (e.g. 37.5)

Publishing  requirements 

• The mean gender pay gap

• The median gender pay gap

• The mean bonus gender pay gap

• The median bonus gender pay gap

• The proportion of males receiving bonus payment

• The proportion of females receiving bonus payment

• The proportion of males and females in each quartile pay band


