GENDER PAY
GAP REPORT




DIVERSE WORKPLACE

This is our fifth annual gender pay gap report since the Rheinmetall BAE
Systems Land Ltd (RBSL) joint venture was formed in July 2019.

At RBSL, we firmly believe that gender equality is not just a moral imperative, but
also a strategic advantage. We recognize that creating a diverse and inclusive
workplace is not only the right thing to do, but also essential for driving
innovation, fostering creativity, and achieving sustainable growth.

This report serves as a milestone in our commitment to transparency and
accountability. It provides a clear understanding of the current state of gender
pay gap within our organisation and sets the stage for meaningful action to
address the imbalance and close the gender pay gap.

RBSL has some way to go to address its gender pay gap and we continue to
work hard to improve our gender balance, but recognise changes take time. In
2024 RBSL continued to recruit in largely male dominated pools of talent across
engineering and production, even with these challenges RBSL did achieve a 1%
growth in its female population taking the company to a 21% female to male
population.

We have seen a significant swing in our median gender pay reports for both
annual pay and bonus and for the first time we can report a higher female to
male percentage. Overall our mean annual pay gap has reduced by 1% and our
bonus pay gap has reduced by 13%.

Our workforce has a greater proportion of males to females given a large
number of our employees have science, technology, engineering and maths
(STEM) qualifications. Like other companies, we face challenges recruiting
females with those qualifications because there are significantly fewer females
who study and work in these fields.

In 2020, we became a signatory of the Women in Defence Charter,
showing our commitment to work with our partners in industry to secure
balanced and rewarding opportunities for women, we aim to achieve 30 per
cent female representation at all levels by 2030 in line with the Defence
Charter Strategy.

| am proud to lead an organisation that continues to mature its approach to
diversity and inclusion and invest in the infrastructure necessary to deliver
an ambitious programme of activity across the UK. | can confirm that all the
data contained in this report is accurate and calculated in accordance with
legislative requirements for the snapshot date of 5th April 2024.
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OUR RESULTS

Every year employers with more than 250 staff have to report the
following data:

Gender pay gap

Gender bonus gap

Proportion of men and women receiving bonuses
Proportion of men and women in each quartile of the
organisation’s pay structure

The gender pay gap is not the same as equal pay. The gender pay
gap is the difference between average male and female pay across
the organisation and across all roles. Equal pay means that men and
women receive the same pay for carrying out the same work or
equivalent work. Having a gender pay gap does not mean that men
and women at RBSL are not receiving equal pay.

The figures included in this report represent our aggregated

results which include all applicable employees in the UK. Our report
is aligned to the requirements of the UK regulations on organisations
with more than 250 employees to report the mean and median
gender pay gap and bonus gender pay gap, the proportion of men
and women who receive a bonus and the distribution between
genders across pay quartiles.
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GENDER PAY GAP IN HOURLY PAY

Our mean pay difference between men and women is 13%

in favour of men. This is calculated by taking the average hourly
earnings, including pay and bonus, and comparing the difference
between men and women.

Our median pay difference is 13% favourable to our female employees. This
is the figure that falls in the middle of the range when employee pay
and bonus are organised from smallest to largest and shows the
difference between male and female mid-point pay.

13%: RBSL 13%:
UK National
Average, ONS
Data

14%
13%

Mean Pay Gap
Median Pay Gap
Mean Pay Gap
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BONUS GENDER PAY GAP

32%

We run an all-employee bonus
incentive scheme in RBSL and

this year 99% of men and 97%
of women received a bonus 100% 100% 09%,
award.

All of our employees are
contractually entitled to a bonus,
however the scheme rules set

out the qualifying periods and pay
dates. This does mean some new
hires to the business may not get
a bonus till the following year.

19%

There is a mean bonus gap
between men and women of 19%,
with a median difference of 25%
favourable to our female
employees.

Mean Bonus Pay Gap
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Bonus Paid to Male
Bonus Paid to Male

Bonuses are made up

of ‘one-off’ payments such as 2 02 3 2 02 4 2 02 3 2 02 4
incentive and financial recognition

awards, with monetary values for

each element variable

year-on-year.
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DISTRIBUTION OF GENDER PAY

The gender pay gap report also

requires us to provide information on
the distribution of employees across our
business against four pay quartiles. The
lowest quartile represents the typically
more junior roles in our organisation
such as apprentices, while the top
guartile represents the most senior roles
and therefore the highest paid roles.

Overall, women currently represent 21%
of our employees. Women are currently
less well represented than this figure in
our top two pay quartiles due to
proportionally more men being in
professional level roles which are
dominated by Engineering.

Diversity is a significant challenge

for the engineering sector as a whole.
Through our community and education
outreach programmes, we aim to
engage young people from diverse
backgrounds in STEM subjects at an
early age to increase our pipeline and
make RBSL an attractive, inclusive and
diverse place to work.

Top

Quartile

2023 Male 85% Female 15%

Lower Middle
Quartile

2023 Male 78% Female 22%

Upper Middle

Quartile

2023 Male 87% Female 13%

Lower
Quartile

2023 Male 68% Female 32%
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OUR PROGRESS

MEAN PAY TREND

16.8%
14%

2022 \13%
2023

2024
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2021
MEAN BONUS TREND
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MEDIAN PAY TREND
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DRIVING GENDER EQUALITY.
WHAT WE'RE DOING AT RBSL

RBSL continues to support our local community and schools

through our STEM programmes. We have joined the STEM Returners
programme which helps those who have taken a career break, or an ARMED FORCES
extended period of time off return to the workplace. We launched AAVENANT
the scheme in 2021 and have already been able to successfully CM
recruit through this channel.

We continue our support and work with the Armed Forces Covenant finding difficulty returning to work
and are achieved the Gold Award in 2023. We have increased our after career break
efforts in working with our local reservists, cadets and our veterans.

Learning from other organisations is an important factor in
increasing diversity and inclusion throughout the sectors we work in.
To underline our commitment, we have become Franklin Partners

= IN
with Women in Defence and have signed a number of Charters and =WOMEN®
I/, ) DEFENCE

Pledges - some specific to women in the workplace, such as the
Women in Defence Charter.

CHARTER

First STEM returner successfully :J‘ STEM

appointed RETURNERS

107%%
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DRIVING GENDER EQUALITY.
WHAT WE'RE DOING AT RBSL




OUR SUMMARY

In 2024 RBSL has seen a further increase in its production
population which has been mainly male, despite that we have
increased our ratio of females to males. Our Gender Pay Gap
has also decreased across our annual pay and bonus
calculations from 2023.

We do however still have a gender pay gap on our mean
calculations because we employ fewer women than men, and
we currently have fewer women than men in senior and
professional roles.

We are a business heavily reliant on highly skilled people with

a science, technology, engineering and maths (STEM) education.
STEM subjects, in school, further education and higher education
settings, are studied in greater numbers by males rather than
females, therefore we have fewer women applying for these roles.
We must therefore look at innovative ways to promote our company
and continue our work in the community and our education
outreach partners.

We continue to focus on STEM activities with teams of

employee ambassadors working with schools, universities and
youth organisations to encourage young women to see STEM as
a future career.

We aim to increase the number of female entrants onto our early
career programmes in future years and are looking at our employee
messaging and routes to market to support this initative.

We have joined a significant initiative designed to support
women to reach their potential within RBSL: Women in Defence
Charter. We will be looking to build on this network and learn
from other organisations.
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Rheinmetall BAE Systems Land Limited (trading as RBSL)

Registered Office:
RBSL,

Hadley Castle Works,
PO Box 106,

Telford,

Shropshire,

TF19AY

Registered in England & Wales No: 00414948

RBSL PROPRIETARY. Copyright © 2024 RBSL. All Rights Reserved.
Images Copyright © RBSL. Permission to reproduce any part of this
document should be sought from RBSL. Permission will usually be

given providing the source is acknowledged and the copyright RBS L

notice above and this notice are reproduced.
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