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INTRODUCTION

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

The blend of insights, experiences and influences arising from our 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.



OUR MEASUREMENT

We support the UK government’s drive for companies to be more transparent 
on gender pay issues. As a company with more than 250 employees in 
the UK, we’re required to publish figures every year in accordance with 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.

The Principle of Equal pay is:

The right for men and women to receive equal pay for equal work.

The Gender Pay Gap is:

women across an organisation, irrespective of their role or          
level in the organisation.
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ROLLS-ROYCE MOTOR CARS GENDER PAY GAP

On 5 April 2023, Rolls-Royce Motor Cars employed 1628 people; the gender 
split is 79% men and 21% women. They work directly across departments 
including Manufacturing, Sales, Marketing, Engineering, Design and 
Communications to 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:

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

•   �In an 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. 

•   �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.

•   �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.
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CLOSING THE GENDER PAY GAP

Our strategy set out our clear vision and actions towards achieving  
our equity, diversity and inclusion commitments. Our Board monitors  
the progress and impact of our actions, including our gender pay gap.

Our data shows that closing our gender pay gap will take time,  
and require meaningful actions. Our actions so far have been:

We champion internal progression and under our leadership programme 
we place more value on transparent communication by leaders around 
development topics including succession planning and development 
objectives for individuals. As a result, we are achieving better gender  
diversity within our talent pipelines. 

Under our long-term diversity and inclusion strategy, we have invested in 
marketing materials to encourage more women to apply to join our future 
talent programmes. This has improved gender diversity specifically within  
our Graduate talent pools. 

We have appointed Board sponsors to our network groups. Together 
they raise awareness on topics such as gender inclusion, mental health, 
neurodiversity and religion. Allocated budget to support network group 
activities, such as speaker sessions and guides has proved successful in  
raising network group profiles and influence. 

We continue to deliver unconscious bias training with the awareness  
that training alone does not guarantee a change in behaviour. To help  
us better manage our biases, we consciously engage with people who  
provide different perspectives on equity, diversity and inclusion. 



DEVELOPING FUTURE TALENT

Aisling joined Rolls-Royce Motor Cars in August 2015, straight from secondary 
school and started her three-year Apprenticeship within the Interior Surface 
Centre. “The apprenticeship taught me so much and has given me knowledge 
and confidence. It is a great platform for starting my working life. When I started 
in the Interior Surface Centre as an Apprentice it was a different place to what 
it is now. I was one of the first two female apprentices to join. Since then, there 
have been many more women joining the department, which is great to see.”

After successfully completing her Apprenticeship, Aisling continued her career 
with Rolls-Royce Motor Cars. At the beginning of 2023 she took on additional 
responsibility to coordinate apprentices alongside her day job. Aisling 
currently supports several apprentices within her department, working with 
them to create placement plans, sharing company knowledge, networking  
and keeping on track with learning. “Being given the opportunity to support 
the Apprentices within my department has been such a full circle moment,  
as I can help others in the way I was helped during my apprenticeship.” 
Currently, Aisling works with the Project and Quality teams.

“Growing up me and my siblings were always making things and my parents 
always encouraged us to try and make or fix things before going to buy 
new. During our childhood we moved into a house that needed a lot of 
renovations, so I have many happy memories of working with my family on 
the house. My Dad taught me and my sisters how to wire up plug sockets,  
lay underfloor heating and how to cut and weld metal.

My parents brought me and my sisters up with the understanding that we  
can do anything if we put our minds to it: there is no obstacle in our way,  
it does not matter if it is a ‘girl’ or ‘boy’ job. It is great to work in a company 
that has the same values and equal opportunities. If you want progress  
and you work hard, you are not limited”.


