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Foreword
Vision

We strive to make sustainable, competitive products that meet the highest standards of quality and efficiency through close client 
collaboration, dedication to innovation, continuous upskilling of our valued staff, and the implementation of a unique digitised 
fabrication process.

Mission

To integrate design, certification, and manufacturing processes to create innovative, off-site, modular steel products for the industrial 
and construction industry. To build products that deliver value to our customers through the trust that we foster with our employees, 
clients and supply chain partners. To provide a safe working environment and ensure the highest levels of quality, while delivering 
sustainable, customer-centric, end-to-end solutions.

Values

Creating a climate of trust, respect and safety for our employees and our value chain.

We are committed to developing a work environment where everyone can 
develop and advance their careers. The 2025 Gender Pay Gap Report is our first 

and serves as a foundation for improvements into the future. 



Our Demographics

Our snap shot date for this report is 30th June 2025. On this date we had 173 
employees, 158 male and 15 female. There were 171 full-time and two part-time 
employees. 

• 91.3% male employees
• 8.7% female employees

The division by gender is further broken down in the quartile reporting on page 6, 
with a low representation of female employees across all levels of the organisation. 
As a manufacturing business founded on metal fabrication and welding trades, this 
is not uncommon. 



Gender Pay Gap Reporting 

The Gender Pay Gap is a comparison between the average hourly rate of pay for all 
male and female employees within the organisation. The identification of a gender 
pay gap is not indicative of unequal pay between men and women carrying out the 
same work or work of equal value. 

OCE continue to pay equally for work of equivalent value. We regularly benchmark 
our remuneration to ensure we attract, retain and reward our employees. 



Mean & Median Gender Pay Gaps

Mean hourly pay gap (all employees) -14.65%
Mean hourly pay gap (part-time employees) -109.38%
Mean hourly pay gap (temporary employees) N/A
Median hourly remuneration pay gap (all employees) 36.47%
Median hourly remuneration pay gap (part-time employees) -109.38%
Median hourly remuneration pay gap (temporary employees) N/A
Mean bonus remuneration pay gap 48.66%
Median bonus remuneration pay gap 57.74%

The median gender pay gap is the difference between the 
mid-point of male and mid-point of female rates of pay in a 
sorted ranking of highest to lowest hourly rate.

A mean gender pay gap is the difference between the 
average hourly rate of pay for males and females across all 
employees. 

How to read the differences:
• Negative (-) figures show when a pay gap favours females.
• Positive (+) figures show when a pay gap favours males.



Quartile Results

Pay Bands

Hourly Pay Quartiles Male Female
> Upper 86.05% 13.95%
> Upper Middle 93.02% 6.98%
> Lower Middle 90.70% 9.30%
> Lower 95.45% 4.55%

Percentage who received BIK
Male 1.90%
Female 0.00%

Percentage who received paid bonuses
Male 2.53%
Female 0.00%

Quartile pay bands are 
calculated by splitting all 
employees into four even 
groups according to their level 
of pay.



Our Results

• Our mean pay gap is -14.65%. This is reflective of the fact that we have significantly more 
male employees than female in entry-level and junior roles.

• Our median pay gap is 36.47%. The main driver here is there being a higher proportion of 
male employees in leadership roles.

• The bonus remuneration gap is reflective of the high ratio of males to females in 
leadership positions and roles that are eligible for bonuses. 

• These findings are indicative of our industry and are not isolated to our organisation.



Conclusion 

This report and the gaps highlighted are driven by the fact that there are fewer women in general 
operative and metal fabrication trade roles and the small ratio of females in leadership roles. 

Our employment policies are family-friendly offering paid maternity and paternity leaves. We 
continue to focus on being a flexible employer to attract and retain diverse talent. This ethos will 
continue to underpin the development of workplace policies.  

Although our industry is male-dominated, we continue to focus on employing a diverse workforce. 
We are engaging with local universities and schools and encourage STEM careers to all. 
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