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INTRODUCTION

At Rolls-Royce Motor Cars, diversity and inclusion are fundamental to our business’s
success and strength.

We describe ourselves as a family. Today, that family extends to more than 2,500 people
representing almost 50 nationalities, and a vast spread of backgrounds, languages,
cultures and personalities. The blend of insights, experiences and influences arising from
this incredible diversity helps drive innovation and new thinking, which in turn inform and
enhance our products and services. It also helps us understand and meet the differing
needs, expectations and cultural sensibilities of our customers in over 50 countries
across the world.

Everyone at Rolls-Royce operates within a culture that advocates and champions
tolerance, mutual respect and equal opportunity. As a wholly owned subsidiary of the
BMW Group, we're also committed to diversity and inclusion through its human resources
and sustainability strategy. This includes sharing our gender pay gap information,
identifying the reasons behind it and explaining what we are doing to close it.

e Lsll e

Torsten Miiller-Otvos
CEO

Mark Adams
Human Resources Director




O U R M EASU RE M E NT How we calculate the gender pay gap median difference:

Lowest hourly Median hourly Highest
pay pay hourly pay

We support any and all moves to increase transparency around
gender pay issues. Because we employ more than 250 people in
the UK, we're required to publish annual figures under the Equality
Act 2010 (Gender Pay Gap Information) Regulations 2017.

We're committed to ensuring equal pay for men and women
performing equal work, in line with legal requirements. The gender
pay gap does not measure equal pay, which relates to what women
and men are paid for performing equal work.

BRI Al Median hourly pay gap

How we calculate the gender pay gap mean difference:

. Number Meanlma\e
Definitions of male average
hourly
employees pay
The Principle of Equal pay is:
The right for men and women to receive equal pay for equal work. The difference — IRACEINSEY
pay gap
The Gender Pay Gap is:
0 o Mean
The difference in the average pay and bonuses of all men and Number female
women across an organisation, irrespective of their role or offemale = S
- : g ’ p employees hourly pay
level in the organisation.




ROLLS-ROYCE MOTOR CARS GENDER PAY GAP

On 5 April 2022, Rolls-Royce Motor Cars employed 1353 people, 80% of them
men and 20% women. They work across departments including Manufacturing,
Sales, Marketing, Engineering, Design, Communications, Finance, IT and

Human Resources.

While we have seen a narrowing of our gender pay gap figures, we recognise
that there is more we can and must do to close it further. The gender pay gap
is affected by a number of variables specific to our business, where even small
changes in the balance of men and women in our team can have a

significant impact.

Some key observations:

e Our gender pay gap is mainly a result of our employing more men than
women in our business, particularly in senior roles.

e Inan organisation like ours, changes in recruitment and turnover, as well
as retirements and promotions, can have a significant impact on our
gender pay and bonus data.

e Our part-time workforce at Goodwood is substantial and includes more
women than men. Although they receive the same basic hourly rate,
working fewer hours affects these women’s overall pay, including their
annual bonus.

o Conversely, we have a greater proportion of men than women working in
production roles on shifts which, as in many manufacturing companies,
attract higher pay rates.

Mean and median pay and bonus gap

MEAN - (average)

MEDIAN - (middle)

Gender Pay Gap

6.7%

10.2%

Gender Bonus Gap | 23.3%

9%

Proportion of employees who received a bonus:

@ Received bonus

@ Did not receive bonus

W

@ Received bonus

@ Did not receive bonus

Salary quartiles:

Lower

@ Men

Lower middle

Upper middle Upper

@ Women




CLOSING THE GENDER PAY GAP

Our data shows that reducing our gender pay gap further will take time,
but we are already taking actions in the following areas:

Under our long-term diversity and inclusion strategy, we've continued
investing in new marketing materials to encourage women to apply

to join our future talent programmes. This has significantly improved
diversity within our Graduate and Apprentice cohorts, to the extent that
we now have more women than men joining our Graduate programme.

o We take very seriously our responsibility to act as a positive role model
for young people, especially girls and young women looking to pursue
STEAM careers. We continue to foster close working relationships with
local schools, colleges and universities, including running joint events
to attract new talent into our business.

o Over the last year, we've focused on reducing the risk of bias, and raising
general awareness and understanding around diversity and inclusion.
We know that unconscious bias training, while important, is insufficient
on its own. We've therefore provided bespoke training for leaders and
supervisors, so they can then bring awareness about unconscious bias
and proximity bias to their teams and everyday activities.

e We have appointed Board sponsors to our network groups, together
they raise awareness on topics such as gender inclusion,
mental health, neurodiversity and religion.

e We continue to embed and support blended working post-pandemic on
the principle of focusing on the work people do, not where they do it.




EMBRACING CHANGE

Louisa started her apprenticeship in 2020 in the Interior Trim Centre.
She’s since had opportunities to work in other departments across the
business, gaining a wide range of skills, experience and insights.

“Growing up, | was always very interested in textiles and sewing.
The only careers | could ever envision to match my talents were in
the fashion or costume industries. This was reinforced at school,
where you were pushed in a particular direction when you showed
an interest in material work. My school also heavily pushed going to
university as the best, if not the only option if | wanted a successful
career. But as someone who was desperate to leave school and join
the working world, that really didn’t appeal to me.

After leaving school | studied fashion design for two years, then
did a further year on costume making. But | soon realised | had
no passion for the industry | was working so hard to break into.
My family’s always been in the motor trade; growing up, | spent
a lot of time at my father’s bodyshop, admiring the cars he was
working on. So when | had the opportunity to combine my
textile skills with my knowledge of cars and the motor industry,
| jumped at it!

Three years later, I've learned things | had never considered before
from the incredibly talented individuals working at the Home of
Rolls-Royce. My Apprenticeship has given me a unique opportunity
to gain work experience, work towards a nationally recognised
qualification, build my confidence and be treated as an equal by
everyone | encounter in my workplace.”




