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Introduction

Aston Martin is an iconic, globally recognised brand,
unique positioned at the intersection of ultra-luxury
and high performance. For over a century, our brand
has embodied exclusivity, elegance, power, beauty,
sophistication, innovation, performance and
exceptional design.

Aston Martin's vision is to be the world’'s most desirable,
ultra-luxury British performance brand, creating the
most exquisitely addictive performance cars.

At the core of our strategy is our commitment to
Equality, Diversity and Inclusion (EDI). We strive to
cultivate a workplace and culture where our people feel
connected to Aston Martin's purpose, have a voice, are
listened to and receive equal opportunities to develop
and reach their full potential.

We recognise that the automotive industry is under
representative of women and we are actively working
to seek ways to support women into our business. We
have adopted a target that aligns with the industry
commitment to achieve 30% women in leadership by
2030. As at 31 December 2025, women made up
15.8% of our employees (also 16.0% in the prior year).
The number of women in leadership positions was
16.8% (compared to 17.0% in 2024).
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Our people vision

Driving an exceptional employee
experience that attracts and retains
talent, unlocking the potential of our
people to grow and deliver excellence.

Our People Strategy has been
developed to accelerate progress
towards a world-class employee
experience. We deliver our strategy
through four pillars: Organisation
Capability, Culture, People and Talent
Development and HR Service Delivery
to the Company. Our approach to our
values and promoting a diverse and
inclusive workforce applies across all
these pillars.

Our values are:

UNITY | OPENNESS | TRUST
OWNERSHIP | COURAGE

At the core of our values is

one single guiding tenet:

NO ONE BUILDS AN

ASTON MARTIN ON THEIR OWN.

Our EDI Goals

« Aim for women in 30% of
leadership positions by 2030

Strengthen the culture of
inclusion by embedding the
Aston Martin values

Improve workplace
engagement and culture,

and secure accreditation as a
Great Place to Work® by 2030.




Our Data

Aston Martin 's gender pay and bonus gap data is shown
below (as of the snapshot date of 5 April 2025).

Median Gaps

The median is the middle value between
the highest and lowest values

Pay Gap Bonus Gap

3.47% 0%

(2024: 4.8% (2024: 0%)

Mean Gaps

The mean is the total sum of all values,
divided by the total number of values

Pay Gap Bonus Gap

8.8%  384%

(2024:12.0% (2024: 38.0%

% of women and men in each 2025 pay quartile

Upper o
Quartile Ui

..

Upper Middle 4.0%
Quartile

Lower Middle 1.3%
Quartile )
Lower o
Quartile L

Men M Women
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% of women and men
at Aston Martin'
443 Women

15.8%

2024:16.0%

2,364 Men

2024:84.0%

% of employees that
received a bonus?

Women

96.0%

2024:93.5%

Men

2024:95.5%

1. Number of women and men at Aston Martin includes all permanent employees globally, shown as at year-end date

(31 December for both years), consistent with annual and sustainability reporting.

2. Note that all employees are eligible to participate in the Company annual bonus scheme, those employees who did not receive a bonus in the
reporting period were new joiners and leavers (either not yet employed or working out their notice during the relevant bonus period).



Understanding our data

The gender pay gap is measured in two ways. The mean pay gap
shows the difference between the average hourly pay of men and
women in UK-based roles at Aston Martin. The median pay gap

shows the difference in hourly pay between the ‘middle’ man and the

‘middle’ woman, if all employees in the UK were ranked in order of

their pay.
Mean Pay Gap

Our mean pay gap remains in favour
men and has decreased compared
to 2024.

Our mean pay gap is primarily due

to two factors — firstly the make-up
of the senior team (which includes
significantly more men) and secondly
working patterns, particularly in
Production roles, where shifts (that
more men than women choose to
work) command shift premium and
overtime payments.

Median Pay Gap

Our median pay gap has decreased
but continues to favour men.

While the median woman has a higher
annual salary, the median man has
also received overtime and shift
premium payments, due to the
requirements of his role.

Mean Bonus Gap

Our 2025 mean bonus gap has
remained broadly comparable to
2024, still favouring men.

Our Company-wide annual bonus

is based on a Group scorecard of
performance measures to reflect
annual progress on the business plan
and latest KPIs. The Group scorecard
is cascaded throughout the Company
to apply to annual bonus for all
employees, providing alignment of
focus and a team approach. The gap
reflects the make-up of the senior
team (which includes significantly
more men), as bonus opportunities
increase with seniority of role.

Median Bonus Gap

Our median bonus is zero, as both
our median woman and median man
hold the same job grade and received
identical bonus amounts.
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Equal Pay

By law, men and women
must get equal pay for
doing ‘equal work'.

This is work that equal
pay law classes as the
same, similar, equivalent
or of equal value. This is
not the same as a gender
pay gap. Aston Martin
ensures equal pay for
our colleagues through
benchmarking.
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Advancing equity, diversity and inclusion

| AM Inclusion

Supports military veterans,
military families and reservists

\AM Armed F°rCes

Addresses racial justice,
multiculturalism and bias

Focus on gender identity,
work-life balance

Connects LGBQT+ employees,
celebrates pride events and advocates
for equality and acceptance

Support for disability, chronic illness
and neurodivergence

1AM well

Focus on physical and mental health,
self-care, stress management

Our 2025 Sustainability Report sets out full details of our EDI strategy
and activities — including key 2025 activities that are summarised below.

Key 2025 EDI activities

Women's month celebrations: included a programme of activities designed to
recognise achievements and support progress. Under the #AccelerateAction theme,
we showcased local women-owned and women-led businesses at street fairs across
Gaydon and St Athan, spotlighting female entrepreneurship within our communities.
At Gaydon, we celebrated the impact of the ‘Women of Aston Martin' network and
hosted our first Hack-a-thon, encouraging diverse perspectives in solving real business
challenges. This was followed by a fireside chat with industry experts, highlighting
career pathways and the impact of women in mobility and engineering.

Launch of Agile Working Policy: designed to give employees flexibility while
continuing to meet customer and business needs 2025 Initiatives Led by
Our Inclusion Network:

- | AM WELL: led wellbeing and aware ness of mental health.
- I AM PRIDE: hosted a rainbow DB 12 Volante at Petrol and Pride.
- 1AM ABILITY: highlighted neurodivergence through ADHD month.

- | AM EMBRACED: shared and raised awareness through colleague stories
and reflection.

- | AM ARMED FORCES: commemorated Remembrance Day with a unique
Aston Martin poppy.

- I AM GENDER: ran multiple events through the year on gender identity and equality.
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Advancing equity, diversity and inclusion (continued)

Training and employee
development

Aston Martin offers comprehensive
learning and development for employees
throughout the business, equipping
them with the skills they need to develop
and grow. Through a comprehensive
career framework and series of targeted
development programmes, we are
focused on enabling our people to reach
their full potential and ensuring that

we have the skills to meet current and
future requirements of the business and
our customers. Our industry-leading
four-year apprenticeship programme
combines classroom-based and online
learning with mentorship and on-the-job
experience across multiple areas of

the business.

Every employee at Aston Martin can
access training opportunities tailored
to their needs and aspirations. Where
appropriate, this can include enabling
employees to work towards Chartered
Management Institute Level 3 in
Management and Level 5 in Leadership
and Management, as well as Association
for Project Management (‘APM’) Level
4 in Project Management and in Data
Analytics, and MBA qualifications.

We continue to make courses available
to employees using our e-learning
platform. The range of courses covers

all aspects of the business, including our
Code of Conduct, ISO14001 and other
management system certifications, EV
awareness training, Anti-Bribery and
Corruption, GDPR and data protection,
Understanding Cyber Security, UN Global
Compact Business and Human Rights and
the AML Values and EDI.

We continue to invest in the development
of our leaders and management levels
within Aston Martin through our flagship
Leadership Development programme
‘Ignite’.

Family Friendly Policies

Aston Martin is dedicated to fostering

an inclusive workplace through family-
friendly policies, including enhanced
maternity leave, job share arrangements,
part-time working options, a home- and
Agile working policies. These initiatives
support work-Llife balance and help us
attract and retain female talent.

Inspiring future generations
-STEM

Inspiring young people about the
exciting possibilities offered by a career
in manufacturing and promoting

Science, Technology, Engineering and
Mathematics (STEM) is an important part
of making sure that Aston Martin can
access talent that is the bedrock of our
future success.

A new STEM strategy is being developed
to support our Early Careers programme
and to tailor our approach to engaging
students across different stages of

their education from primary school to
university. As we develop our strategy, we
continue to actively engage and support
long-standing partnerships we have with
local schools and colleges located around
our major facilities. These partnerships
support our ongoing commitment to
ensuring we have a skills pipeline into the
future. Amongst our STEM engagements,
we attended the annual Girls in STEM
Careers Days at the British Motor
Museum. Our Graduate and Apprentices
ran STEM activities for over 100 girls
from all over the West Midlands and our
Director or Procurement, Louise Reynolds
shared her journey as a woman in STEM,
attending as the keynote speaker.
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Summary and Declaration

The findings from our GPG report help to EQU]TY’ DIVERSITY AND
enable us to continue to drive and evolve INCLUSION PLEDGE

our initiatives to ensure we are able to
promote diversity across the business, At Aston Martin we believe in each other,

. . our unique abilities and understand we are
ensuing we are able to recruit, develop and stronger together. We support everyone to be
retain talented people. We will continue heard and cherish diverse perspectives that
to monitor our pay gap and recognise that help us collaboratively thrive. We are fuelled by

o . . passion, dedication and a fundamental respect
it will take time for the full impact of our to be held accountable as we drive excellence
initiatives to be evident in these figures. forward. We are supported to succeed
We are committed to focusing on and and belong.
exploring the best ways to encourage and No one builds an Aston Martin on their own.

| AM Inclusion;
SIE| 2l @I employees.to sVl a.nd ) | AM, because we are Aston Martin.
succeed at Aston Martin Lagonda, including

into the most senior positions.

We confirm the information and data
reported is accurate as of the snapshot
date 5 April 2025.



