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The gender pay gap gives a snapshot of 
the gender balance within an organisation 
and measures the di�erence between the 
average earnings of all male and female 
employees, irrespective of role or 
seniority.  

It is very distinct from equal pay, which is about ensuring 
that men and women are paid the same for carrying out 
work of equal value.

At TCE, we have a robust framework for pay that incorporates a grading 
structure and pay scale for all roles, in order to ensure equal pay for like 
work.  We published our �rst gender pay report in August 2017, and whilst 
the results were encouraging, we are committed to improving them.

2018 saw a slight dip in our �gures, due to some women moving on from 
the business and the posts being replaced by men. This can have a 
signi�cant impact in a company of 400 people.

In 2019 we are pleased that we have seen a 
1% improvement in the median pay gap, and a signi�cant 
improvement in bonus payments for women.

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 �nd more on, later in this document.   
Our mean gender pay gap is -6% which means it is more favourable to 
women, and our median pay gap is 5%, which favours men.  This is more 
positive than the manufacturing median pay gap of 10%, which favours 
men.  At TCE, we're committed to reducing this and Improving gender 
diversity within our organisation.

Manufacturing has traditionally tended to attract more men than women. 
Gender imbalance within the industry has been highlighted in many 
reports and - coupled with lower sta� turnover and the challenge of 
recruiting female sta� to engineering, maintenance or process roles - 
demonstrates the factors at play.

Only 24% of STEM graduates in 2017 were female and only 14% of that 24% 
were in technology and engineering. 

What are we doing 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. 

• At TCE we actively encourage �exible and part time working wherever  
  possible and we have also introduced the buying of additional holidays   
  and allowing employees to take time in hours in order to have �exibility 
  wherever possible.

• We are also involved with the Women Leaders Association to see how we   
  can be more inclusive of women in senior roles. We’re proactive in 
  encouraging and promoting females at TCE and our MD is a real advocate 
  of women leaders.

• Committed to driving the inclusion of all people within our business, 
  we support the empowerment of women to succeed and help drive our 
  growth agenda. 

• We are  dedicated to see what factors might in�uence our pay gap and 
  determine actions that will have the most impact to ensure fair pay for 
  everyone. 

Karen Lounds
Business Services Director

340 employees captured in this Gender Pay Report : 
12.4% of the total employee population are female.



Mean and Median
Gender Pay Gap 

340 employees captured in this Gender Pay Report : 
12.4% of the total employee population are female.

298 3400
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The TCE mean pay gap is in favour of female employees with 
a gap of -6% but the median is still 5% in favour of men - and 
this is the �gure that is most widely reported. 

The median is heavily in�uenced by the larger number of male 
employees in comparison to female employees and therefore 
gives a distorted picture of the organisation.

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

Mean and Median Gender Pay Gap 5th April 2019

Mean Pay Gap

Median Pay Gap

INTEGRITY
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Bonus Pay Gap

Overall the number of bonuses paid in 2018/2019 increased 
signi�cantly. For female colleagues at TCE, the number of women 
receiving a bonus and the value of that bonus has increased. 
This is predominantly due to a new company-wide bonus scheme 
available to all colleagues.  The impact of this means that the 
mean bonus gap has increased in favour of women from -18% to 
-82%.  In median terms this has increased from -11% to -23%.

TCE Proportion 
of Male & Female employees 

receiving bonus in the 
period 6th April 2018 

- 5th April 2019 88%

Male

81%

Female Mean and Median Bonus Pay Gap 5th April 2018 -April 2019

-90% -80% -70% -60% -50% -40% -20% -10% 0%

Mean

Median

At TCE, the mean and median bonus pay gap are in favour of 
female employees.  

At TCE of the 40 women we employ, a signi�cant number are in 
management roles.

INTEGRITY
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Proportion of Males & Females
Per Pay Quartile

Strong female representation in senior roles 

The reason the �gures look disproportionate is that we have far 
more men in the organisation than women, with a workforce 
that's 88% male. However, if you then look at pay quartile as a 
percentage of the overall �gure, it would give a more even 
representation. Read on for more information overleaf.

-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

85% 15%

94% 6%

91% 9%

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.

Additional Results 
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.  

-12% -10% -8% -6% -4% -2% 0%

Mean

Median

Mean and Median Gender Pay Gap 
(exc. shift allowance & out of hours payments)

               Gill Littlewood, 
               Head of SHE: 

         ''I've had it all with TCE  - from a 
   great opportunity to work part time 
 for childcare to being given an opportunity to 
do one of the hardest and most challenging
roles as site manager in operations, the company 
�exes to work with me.''

Engineer
£Competitive
Permanent position

Required

       HNC/HND (NVQ4) quali�ed in a relevant engineering discipline.
       Desirable Knowledge and experience of Ammonia Soda process and plants.
       Highly experienced in Contractor Management Good interpersonal and        
       communication skills; able to work within a team
       Well organized with the ability to plan and manage budgets and project        
       timelines
       High professional standards of personal work and expectations of others
       Familiar with Capex project procedures and full range of statutory and        
       Company engineering procedures

What can you expect – great perks!
Our people have always been at the centre of the company’s success.  In return 
for their hard work and commitment, we o�er a generous bene�ts package, 
including: 

       37 days’ holiday per year (including Bank Holidays)
       An additional paid day o� each year to volunteer for a good cause in the 
       local community
       An excellent contributory pension scheme.
       Life insurance
       Healthcare
       Flexible work environment
       A range of other optional bene�t schemes.

EnterpriseA

Opportunity to innovate:
an engineer’s playground 

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

84% 16%

68% 14%

91% 9%

91% 9%

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 14% more than 
men on average (or 13% in median terms). This is mainly due to more 
women being in senior roles in the organisation.
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Continually striving to close the gap
We know that we need to keep pushing to change the status quo: 
from encouraging more girls and women to move into STEM, to supporting 
career development. At Tata Chemicals Europe we’re making great strides to ring 
the changes, but there’s still a long way to go.  

Here are just a couple of the ways we’re pioneering change, 
with real investment into longer term initiatives like:  

Improving our �exible working initiatives.

We are working hard to enhance the range of �exible working practices we o�er our 
employees.  Some examples of both existing and forthcoming initiatives include 
Job shares, core hours, part time and �exible work patterns, buying of additional 
holidays, work from home policy and booking of holidays in hours.  We believe
these practices balance work with home life responsibilities and promote 
inclusivity in our workplace.

Working with Women Leaders Association 
to develop female talent 
We’re joining forces with groups like the 
Women’s Leaders Association, which are 
committed to supporting women in their 
careers, with a programme of events 
throughout the year to mentor, coach and 
celebrate women in business. 

Working with schools, colleges and universities to encourage women into 
STEM careers
The team is delighted to get out into the community and extol the exciting careers 
that can be had with scienti�c subjects under your belt at school.  It’s very much a 
part of our CSR strategy to keep spreading the word to girls at a much earlier age so 
we are targeting primary school age children to in�uence their interest in STEM.

Wording our recruitment 
campaigns to be more inclusive.

We’re using a new piece of software 
that scans our recruitment adverts to 
make sure they’re as appealing to 
women as they are to men.  

Engineer
£Competitive
Permanent position

Required

       HNC/HND (NVQ4) quali�ed in a relevant engineering discipline.
       Desirable Knowledge and experience of Ammonia Soda process and plants.
       Highly experienced in Contractor Management Good interpersonal and        
       communication skills; able to work within a team
       Well organized with the ability to plan and manage budgets and project        
       timelines
       High professional standards of personal work and expectations of others
       Familiar with Capex project procedures and full range of statutory and        
       Company engineering procedures

What can you expect – great perks!
Our people have always been at the centre of the company’s success.  In return 
for their hard work and commitment, we o�er a generous bene�ts package, 
including: 

       37 days’ holiday per year (including Bank Holidays)
       An additional paid day o� each year to volunteer for a good cause in the 
       local community
       An excellent contributory pension scheme.
       Life insurance
       Healthcare
       Flexible work environment
       A range of other optional bene�t schemes.

Experience you wouldn’t get in a larger environment

Short timescales on projects mean you get to deliver as well 
as plan

The business is an engineer’s playground with things to �x &
opportunity to innovate

Part funded professional quali�cations in many cases

Working with like-minded experts

Enginnering roles come with great bene�ts:
 

Be part of a team with strong values

www.tatachemicalseurope.com
www.British-salt.co.uk

Pauline Yould, HR & Payroll Manager, said: 

‘’I've worked for TCE for over 20 years and started as an HR administrator, working my way 
up the career ladder to become the payroll and HR manager.  I've got a real love for the place 
and the best part of the job is the people. It's a really caring company and everyone who 
comes through the door comments on the friendly atmosphere.’’ 
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EnterpriseA
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Publishing requirements & definitions
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


