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Introduction
At Vertical, we’re pioneering electric aviation.  Creating a safer, cleaner and quieter 
way to travel starts with our incredible people and building a culture and environment 
where everyone can contribute and thrive.    
 
This is our second Gender Pay Gap report and we’ve been focusing on a range of 
measures to cultivate an environment that encourages diverse minds.  
 
While we have seen some marginal improvements in some areas compared to last 
year, we are challenging ourselves and the industry to do better. Vertical is operating 
in a traditionally male dominated industry but that shouldn’t be used as an excuse, 
and we are putting in place new initiatives and working with industry partners to 
further reduce our gender pay gap.  

Stuart Simpson 
Chief Financial Officer
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What are the figures showing?

Vertical Aerospace employed 350 people on the reporting date of 5 April 2023, 
which means we’re reporting based on a relatively small sample size and small 
changes can impact on our data. 

The Gender Pay Gap shows us the difference in average and median earnings 
between females and males across the entire organisation.  This is irrespective of 
role, nature of their work, or level of seniority. 

It’s different from ‘Equal Pay’, which considers pay differences when comparing 
work that is the same, equivalent or of equal value.
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The Gender Pay Gap Figures
On 5 April 2023, Vertical Aerospace’s gender representation was 

We can see from this year’s Gender Pay Gap calculation that, on average, men at 
Vertical Aerospace were paid more than women.  For context, Aerospace Engineering is 
traditionally a male dominated industry due to an underrepresentation of women 
in science, technology, engineering, and mathematics (STEM) roles.  This is evident 
in our gender split across the company. With that, there are more men than women 
in the most senior roles, which is the main reason for our Gender Pay Gap.
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Representation by pay quartile:

We’ve ranked all our people from lowest to highest paid and divided them into 
four equal groups.  Quartile 1 is the lowest paid and Quartile 4 the highest paid. 

Since last year, there has been an upwards shift in the number of women in the 
top two quartiles which indicates that the proportion of women in highly paid 
roles is slowly increasing. This has had a positive effect on both the mean and 
median pay gap numbers. 
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Bonus Pay Gap Figures
These figures show the total of all bonuses paid to our people between 6 April 
2022 and 5 April 2023.  

Proportionally, the number of men and women receiving a bonus is largely the 
same. We paid an annual bonus during this timeframe. As the annual bonus 
scheme paid a fixed percentage of salary to those receiving a bonus, the Bonus 
Pay Gap follows the same trend as the Gender Pay Gap. 

In comparison to last year, the mean Bonus Gap has decreased by c. 8%, which has 
been aided by the slight increase in higher paid women and since bonus payments 
are paid as a fixed percentage of base salary. However, since there are a higher 
number of women in lower paid roles overall, that also means there are a higher 
number of women receiving lower bonuses compared to their male counterparts. 
This has ultimately had a negative impact on the median Bonus Gap. 
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We’ve recently introduced new Family Friendly policies which will increase the 
duration of paid leave for those on maternity, paternity, or shared parental leave. 
This benefit will be available to all our people from their first day of joining Vertical. In 
addition, during the two weeks before and after maternity leave, it will be possible 
to work 80% of contracted hours while continuing to receive 100% pay, to support 
with the transition to parenthood.   

We hope these enhancements will encourage more women to start and grow their 
career at Vertical and feel they’re working in an environment that provides the right 
support for them as working mothers. In addition, we hope the enhancements to 
shared parental leave and paternity leave will encourage all parents at Vertical to 
share the caring responsibilities, in turn, improving the wider societal gender pay 
gap issues.

We’re also in discussion with the Royal Aeronautical Society regarding their ‘”alta” 
mentoring programme - the first mentoring platform for women, by women in the 
aviation and aerospace industry. It brings together companies who have joined 
forces to focus on providing the support that is currently lacking for women in 
the sector - career and social support, mentor and mentee training and regular 
networking events. 

We’re trying to attract more diverse talent into Vertical 

We continue to develop our hiring process and are taking conscious steps to 
build gender balanced candidate lists.   
 
We’re working hard to highlight the achievements of our female leaders in the 
industry and at events, as well as across our website, marketing and candidate 
materials, with the intention of inspiring the next generation of female engineers to 
join Vertical. We also use textio and other gender-based text solutions to ensure  
the language we use on our careers site and job adverts is not biased. This will also 
help us to attract candidates from underrepresented backgrounds. 

For our hiring managers, we have carried out interview training to ensure a fair and 
inclusive interview process. This includes specific content on removing biases 
from the interview process. 

What are we doing to reduce our 
pay gaps?
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Stuart Simpson
CFO

Closing Statement
The information and data in this report is accurate, and in line with our legal obligations 
and we’re committed to using the insights to reduce our Gender Pay Gap. 


