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Introduction
  Rolls‑Royce is one of the United Kingdom’s most influential engineering organisations, recognised globally for its contribution to aerospace innovation and advanced manufacturing. Its Civil Aerospace division, headquartered in Derby, is responsible for designing, producing, and maintaining some of the world’s most advanced large aero engines, including the Trent XWB and Trent 1000. The Derby site is the company’s largest engineering hub and plays a vital role in supporting the UK economy through high‑skilled employment, research investment, and technological development. As the aerospace sector undergoes rapid transformation driven by sustainability targets, digitalisation, and global competition, Rolls‑Royce faces increasing pressure to adapt its workforce strategies to remain competitive.
This report examines three major HR challenges affecting Rolls‑Royce: technological advancement, talent acquisition and retention, and Diversity, Equity and Inclusion (DEI). These issues are particularly relevant to the Derby Civil Aerospace site, where employees must continuously adapt to new engineering demands and organisational expectations. The report evaluates contemporary HR practices used by Rolls‑Royce to address these challenges and critically analyses the role of departmental managers in ensuring these practices are implemented effectively and urgently. Academic theories such as Maslow’s Hierarchy of Needs, Kolb’s Learning Cycle, the 70‑20‑10 learning model, and contemporary HR literature from Armstrong, Taylor, and the CIPD are used to support the analysis. The report concludes with recommendations to strengthen HR strategy and managerial capability at the Derby site.

1. Factors Influencing HR Practices
1.1 Meeting Technological Advancement
Technological advancement is one of the most significant forces shaping HR practices at Rolls‑Royce. The company is committed to supporting the aviation industry’s transition to Net‑Zero by 2050, which requires major innovation in engine technology, including hydrogen propulsion, hybrid‑electric systems, and engines compatible with sustainable aviation fuels. These developments demand new technical capabilities across the Derby workforce, particularly in areas such as digital engineering, data analytics, materials science, and advanced manufacturing. Strategic workforce planning becomes essential when organisations face rapid technological change, as it ensures that the skills of the workforce align with future business needs (Armstrong, 2020).
For Rolls‑Royce, this means redesigning job roles, investing in digital tools, and expanding training programmes to ensure engineers can work with new technologies. The Derby site, which houses the Ultra Fan demonstrator programme, is at the centre of this transformation. HR must therefore anticipate future skill shortages and develop pathways for upskilling existing employees while attracting new talent with expertise in emerging technologies. Technological advancement also increases the need for continuous learning, making development frameworks such as Learning Cycle and the 70‑20‑10 model particularly relevant to the company’s workforce strategy (Kolb, 1984).

1.2   Talent Acquisition and Retention
  Talent acquisition and retention present ongoing challenges for Rolls‑Royce, particularly in the UK engineering sector where demand for STEM skills consistently exceeds supply. The Derby site relies heavily on highly skilled engineers, apprentices, and graduates, but competition from other aerospace companies, defence contractors, and technology firms makes recruitment increasingly difficult. Taylor highlights that organisations operating in talent‑scarce markets must adopt realistic job previews and flexible recruitment strategies to attract suitable candidates (Taylor, 2018). Rolls‑Royce’s strong employer brand and long‑standing apprenticeship programmes help attract early‑career talent, yet the company must still compete for experienced engineers with specialised knowledge.
Retention is equally important, especially as parts of the engineering workforce are ageing and younger employees often seek faster career progression. Maslow’s theory suggests that employees require not only financial security but also opportunities for growth, recognition, and belonging. Rolls‑Royce must therefore ensure that its development pathways, reward systems, and organisational culture support long‑term engagement. The high‑pressure environment of aerospace engineering, combined with global mobility opportunities, means that employees may be tempted to move to competitors if they feel undervalued or lack development opportunities. HR must therefore balance recruitment with strong retention strategies to maintain the stability of the Derby workforce.




1.3   Diversity, Equity and Inclusion (DEI)
  DEI has become a central factor influencing HR practices across the engineering sector. Historically, aerospace engineering has been male‑dominated, with limited representation of women and ethnic minorities in technical and leadership roles. Rolls‑Royce has acknowledged this challenge and set public DEI targets in its Annual Report, including increasing the proportion of women in senior leadership and improving ethnic minority representation across the organisation. Inclusive workplaces are essential for innovation, employee engagement, and organisational performance (CIPD, 2022).
For Rolls‑Royce, DEI is not only a moral and legal responsibility but also a strategic necessity. Diverse teams bring a wider range of perspectives, which is crucial for solving complex engineering problems and driving innovation in sustainable aviation. However, achieving meaningful progress requires changes in recruitment practices, development opportunities, and organisational culture. The Derby site, as the company’s largest engineering hub, plays a critical role in shaping the overall diversity of the workforce. HR must therefore ensure that DEI principles are embedded in all stages of the employee lifecycle, from attraction and selection to promotion and leadership development.



2 Evaluation of Contemporary HR Practices
2.1   Recruitment Practices

  Rolls‑Royce uses a range of contemporary recruitment practices to address the challenges of technological change, talent shortages, and DEI. The company’s apprenticeship and graduate schemes are well‑established and attract thousands of applicants each year. These programmes provide structured pathways into engineering careers and help develop a pipeline of future talent for the Derby site. The company also uses competency‑based interviews, assessment centres, and online testing to ensure fairness and consistency in selection. These practices align with Armstrong’s emphasis on strategic workforce planning and evidence‑based recruitment (Armstrong, 2020).
However, there are limitations. The “ideal candidate” profiles used in job descriptions may be unrealistic in a competitive labour market, particularly when seeking candidates with niche technical skills. Follows Taylor argues that organisations must adapt their expectations and offer realistic job previews to avoid deterring applicants (Tailor, 2018). Rolls‑Royce’s recruitment process can also be lengthy, which may lead to losing candidates to faster‑moving competitors. Additionally, despite efforts to improve diversity, engineering roles at the Derby site still attract a relatively narrow demographic, suggesting that more inclusive outreach and selection methods may be needed. While the company has made progress, recruitment practices must continue evolving to meet future workforce demands.
2.2 Learning and Development
  Learning and development are essential components of Rolls‑Royce’s HR strategy, particularly as technological change requires continuous upskilling. The company uses a combination of formal training, on‑the‑job learning, and mentoring, which aligns closely with the 70‑20‑10 model proposed by Lombardo and Eichinger (1996). Engineers at the Derby site gain most of their knowledge through practical experience on the factory floor, supported by coaching from senior engineers and structured technical courses. Kolb’s Learning Cycle is also evident in the company’s approach, as employees move through stages of concrete experience, reflection, conceptualisation, and experimentation.
The strengths of Rolls‑Royce’s L&D practices include strong technical training, access to advanced facilities, and a culture that values continuous improvement. However, there are challenges. Managers often face time pressures that limit their ability to provide consistent coaching, and the quality of mentoring can vary depending on individual capability. Furthermore, senior engineering roles remain less diverse, which can limit the availability of diverse role models for junior staff. While the company invests heavily in development, it must ensure that opportunities are accessible to all employees and that managers are supported in delivering high‑quality learning experiences.


2.3 DEI Practices
  Rolls‑Royce has introduced several contemporary HR practices to improve DEI, including inclusive leadership training, employee networks, and transparent reporting of diversity targets. These initiatives demonstrate a commitment to creating a more inclusive culture and align with CIPD recommendations for promoting equity in the workplace (CIPD, 2023). 
The company’s public DEI targets help drive accountability and encourage progress across all business units, including the Derby site.
Despite these efforts, progress has been gradual. Women and ethnic minorities remain underrepresented in senior engineering roles, and cultural change within technical teams can be slow. Some employees may still perceive engineering as a male‑dominated field, which can discourage diverse applicants. While Rolls‑Royce has taken important steps, DEI practices must be strengthened through more inclusive recruitment pipelines, targeted development programmes, and greater visibility of diverse leaders. The company’s DEI strategy is moving in the right direction, but further action is needed to achieve meaningful and lasting change.

            3. Critical Evaluation of Managerial Implementation

  Departmental managers play a crucial role in ensuring that HR practices are implemented effectively and urgently. At the Derby Civil Aerospace site, managers are responsible for translating organisational strategies—such as Net‑Zero innovation, DEI commitments, and safety standards—into daily operational behaviour. They act as the link between senior leadership and frontline employees, making their role essential for achieving organisational goals. Managers must motivate their teams, support development, and maintain high performance in a demanding engineering environment. Maslow’s theory suggests that employees rely on managers to meet their psychological and growth needs (Maslow, 1943). While Herzberg’s model highlights the importance of recognition, responsibility, and meaningful work.
However, managers face significant challenges. The Derby site operates under tight production schedules, particularly for engines such as the Trent XWB, which places pressure on managers to meet deadlines while also supporting employee development. High autonomy is balanced by high accountability, and managers must navigate competing priorities such as safety, quality, and productivity. Time constraints often limit their ability to provide mentoring or engage fully in DEI initiatives. Additionally, managers may not always receive sufficient training in people management, which can affect their confidence in implementing HR practices.
For the Derby Civil Aerospace division, the urgency of implementing HR practices is driven by a unique convergence of local pressures. Departmental managers must navigate the transition of staff into the new £30 million Manufacturing Services building at the Sinfin campus (Place Midlands, 2026). This requires more than just technical training—it demands an urgent shift in cultural mindset to adopt smart-factory workflows. Furthermore, managers face an internal 'war for talent' as the expanding Rolls-Royce Submarines and SMR sectors in Derby compete for the same local STEM expertise (Rolls-Royce, 2023). 
To ensure these contemporary practices are not merely 'paper-based,' managers must adopt an agile leadership approach, utilizing “Just-in-Time learning” to bridge skills gaps related to the Ultra Fan demonstrator milestones. A failure to implement these strategies with urgency risks a 'brain drain' to the nuclear sector and a loss of competitive edge in sustainable propulsion. Therefore, the manager’s role has shifted from administrative oversight to being a strategic change agent, who must communicate the necessity of these HR shifts to maintain the site’s status as a global aerospace hub.

      4. Conclusion and Recommendations
  Rolls‑Royce’s Derby Civil Aerospace division faces significant HR challenges driven by technological advancement, talent shortages, and the need for greater diversity and inclusion. The company has introduced a range of contemporary HR practices to address these issues, including structured recruitment programmes, comprehensive learning and development frameworks, and DEI initiatives. While these practices demonstrate a strong commitment to workforce development, there are areas where further improvement is needed, particularly in speeding up recruitment processes, enhancing inclusivity, and supporting managers in their people‑leadership responsibilities.
To strengthen HR strategy, Rolls‑Royce should prioritise accelerated digital‑skills training to prepare employees for emerging technologies and ensure that development opportunities are accessible to all. Recruitment pipelines should be broadened to attract more diverse candidates, and selection processes should be reviewed to ensure they are inclusive and efficient. Managers should receive enhanced training in coaching, DEI, and safety leadership, along with protected time to support their teams effectively. By addressing these areas, Rolls‑Royce can build a resilient, skilled, and inclusive workforce capable of supporting its long‑term strategic goals and maintaining its position as a global leader in aerospace engineering.
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