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Aston Martin is one of the worlds most respected luxury brands. Founded in
1913 by Robert Bamford and Lionel Martin from a workshop on Henniker
Mews in London, their vision was to develop cars with impeccable design
and supreme performance. These cars captivated the public’s imagination
and still command the same emotive fascination over 100 years later.
Today, Aston Martin is the largest independent British luxury automotive
manufacturer, championing not only breakthroughs in cutting edge design
such as the new DB11 and Vantage, but also new technologies in the areas
of Electrification, Connected Car and high performance powertrains.
The combination of a strong brand, a unique culture and cutting edge
technology makes Aston Martin a truly special and rewarding place to work.
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INTRODUCTION
Passionate, motivated and professional people are central
to everything we do at Aston Martin. As the company
continues to grow under the Second Century Plan,
we are focussed on One Way of working together as
One Team with One Vision to be;
‘the GREAT British car company that creates the most
beautiful and accomplished automotive art in the world’.
We recognise that to deliver this, we need a high
performing culture, characterised by a diverse and
inclusive workforce.
Our first Gender Pay Gap Report sources data taken as
a snapshot on 5th April 2017.

Operating within the Manufacturing and Engineering
industries, we have historically employed a higher number
of males than females, particularly within production and
engineering roles with 14.69% of our 1579 UK employees
being female in April 2017.
We are, however, committed to promoting careers for
Women in Engineering and have several
initiatives underway to improve our gender balance.

Total Number of Male and Female
Employees in the business

At our headquarters in Gaydon, Warwickshire,
45.98% of our job roles are production based within our
Manufacturing facility and 54.02% are head office roles
such as Product Development, Finance, IT, Marketing,
Sales and HR.

UK National Average Pay Gap

18.1%

AML Mean Gender Pay Gap – Hourly Pay

9.36%

AML Median Gender Pay Gap – Hourly Pay

3.97%

AML Mean Gender Pay Gap – Bonus

85.31%

48.29%

AML Median Gender Pay Gap – Bonus
Proportion of females receiving a bonus
Proportion of males receiving a bonus

14.69%

0%

85.31%

14.69%

73.71%
79.51%

UK National Average Pay Gap

18.1%

AML Mean Hourly Pay Rate Gap

6.03%

-1.65% AML Median Hourly Pay Rate Gap
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AML Mean Bonus Pay Gap
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48.29%

UNDERSTANDING OUR DATA
The Engineering and Manufacturing sectors have
traditionally been characterised by a higher number of
male employees than female. According to the Office
for National Statistics (2013) 11% of process, plant and
machine operative roles were held by women. This could
be attributed to several factors including shift patterns and
unsociable working hours, as women typically rank flexible
working and work-life balance as a top priority (Deloitte,
2015). As the nature of this type of work attracts a shift
premium, it will therefore be awarded to a higher number
of men than women.

The same can be said of Engineering roles, despite the
number of females graduating in a core STEM subject
increasing, they are still underrepresented in the industry
with 76% of degrees in these subjects being obtained by
males (WISE, 2017).

Number of Males and Females
within Manufacturing

Number of Males and Females
in Engineering

As the Engineering and Manufacturing functions account
for the largest number of employees in our business, our
demographics are consistent with this trend.

5.37%

14.47%

94.63%

94.63%

85.53%

5.37%
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85.53%

14.47%
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Lower Quartile

18.
37

%

THE DATA

81.63%

Mean Hourly Pay Rate Gap

81

63

.

%

Lower Middle
Quartile

11%

89%

11%

%

89

Our figures show that our mean hourly pay rate gap is
9.36% lower for women. This is significantly lower than
the National UK average of 18.1%, demonstrating our
ongoing commitment to attracting and retaining women
in our company. Our pay rate gap can be attributed to
the higher number of males in senior leadership positions
compared to females, as well as the manufacturing shift
premium, which is awarded to compensate employees for
working unsociable hours. As previously highlighted, there
are more males in these roles than females. To ensure
consistency within job grades, we also use spot rates
within Manufacturing to ensure equality of pay for a given
job role, irrespective of gender.

18.37%

Median Hourly Pay Rate Gap
Our median hourly pay gap is currently 3.97% in favour
of men. Our median male is in an engineering role, whilst
our median female is in an office based role. Whilst the
2 roles have an equivalent grade, the roles themselves are
completely different. With this in mind, the engineering role
carries a slightly higher salary than that of the office role.

Upper Middle
Quartile

14.5
4%

85.46%

14.54%

Mean Bonus Pay Gap
46

.

%

Upper Quartile

14.8
3%

85.17%

14.83%

85

17

.

Median Bonus Pay Gap

85

79.47% of men and 73.71% of women were eligible for
and received a bonus in 2017. Bonuses are payable on
the basis of performance (at manager level) and a flat rate
bonus is also payable to employees in other specific job
grades. The main reason for the 48.29% mean bonus pay
gap is that, at present and as a consequence of history,
fewer women occupy senior leadership positions within
Aston Martin. Low levels of voluntary turnover have so far
limited the opportunities for women to take up, or progress
upwards into, these positions. This is a challenge that we
are actively trying to address through a range of measures.

%

The 0% median bonus pay gap is a result of both the
male median employee and female median employee
being at a particular job grade where they are eligible for a
bonus paid at a fixed rate to all employees at that grade,
regardless of factors such as individual performance.
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HOW DO WE CLOSE THE GAP?
The gender balance within the manufacturing and engineering industry is a real problem,
which many organisations are trying to address. At Aston Martin, we are actively trying to
address this issue through a number of initiatives outlined below;
Aston Martin Way
We are in the process of rolling out a new culture across the business, aimed at making
Aston Martin a ‘Great Place to Work’. Offering flexible working arrangements where possible
as well as greater benefits and opportunities. The aim is to harness the energy and enthusiasm
of our dedicated workforce and to inspire the next generation.
Encouraging women into STEM and Automotive

Engineering Project Sponsorship in Schools

Throughout the year, we regularly attend careers fairs,
networking events and deliver presentations in Schools
and Universities to promote our Apprenticeship and
Graduate programmes. Our female Apprentices and
Graduates also regularly represent our brand at events
designed to inspire Women to explore careers in the
Engineering and Automotive industry.

We sponsor Engineering projects in local school
curriculums, which involves our Engineers setting a design
based task and pupils presenting back their proposals.
Following this, those teams that perform to the highest
standards are invited to our facility for a factory tour, to
further inspire them.

Future Expansion
Educational Outreach
We are actively engaged with a number of schools across
the country, from Primary through to Sixth Form.
These outreach sessions are aimed at stimulating an
interest in a career in Manufacturing and Engineering,
offering suport and guidance where it is needed.
In 2018, we will be strengthening this programme, as
part of our Sustainability Strategy, focusing on the areas
in which we operate and ensuring we are good, positive
corporate citizens.

Developing Employability Skills
One of the specific Educational Outreach programmes
we operate with older children is delivering workshops
such as interview and presentation skills, to develop
employability skills and raise awareness
of different career pathways.
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As we expand the footprint of our business in the UK
with new sites in South Wales, Milton Keynes and others,
we are implementing our various outreach programmes in
these new areas.

Leadership Development
As part of our Leadership Development strategy, we
will be updating our interview skills training, which will
incorporate an element of diversity training, including
unconscious bias.

Family Friendly Policies
In order to attract and retain women within the
workplace, we offer generously enhanced maternity leave
and endeavour to make the return to work easier through
flexible options, such as job shares and part time
working arrangements.
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SUMMARY AND
DECLARATION
The findings from our Gender Pay Gap Report will enable us to continue to drive
and grow the number of initiatives we have underway to recruit, develop and retain
our female talent. We will continue to monitor our pay gap and focus on ways to
encourage more females to develop into senior positions as well as activities which
actively promote diversity.
We confirm the information and data reported is accurate as of the snapshot
date 5th April 2017.

Dr Andy Palmer CMG
President & Chief Executive Officer
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