
DRIVING CHANGE: A CLOSER LOOK AT WOMEN’S 
PRIORITIES IN THE AUTOMOTIVE INDUSTRY 

OVERVIEW
At the end of 2022, MOTOR conducted a survey of working women, primarily in the automotive industry 
to learn more about what they seek in an employer. In partnership with Women in Auto Care (WiAC), the 
survey was distributed to the WiAC newsletter audience and further shared by both WiAC and MOTOR 
across multiple social media platforms. 

Women comprise nearly half the total labor force, yet only about a quarter of the automotive workforce.1 

They have much to bring to the industry, but automotive has historically been male-dominated, and 
though things are shifting in the right direction, that imbalance persists. 

Furthermore, nearly half of women surveyed in a study by Deloitte would choose to enter a different 
industry if they had it to do over again; among the top three reasons for this is a lack of diversity, 
equity and inclusion. The study notes, “High tech and health care are perceived as leading sectors for 
attracting and retaining a diverse workforce—” and, if they could go back and restart their careers, 50% 
of women would choose these sectors.2 

Companies have a responsibility to diversify their workforce and must make conscious efforts to 
consider what women seek in an employer to attract and retain their talents. This white paper explores 
the significance of gender diversity in the automotive industry, focusing on women’s priorities and 
experiences, from work/life balance and HR policies to leadership diversity and opportunities. 

© 2024 MOTOR Information Systems. All Rights Reserved. Reproduction Prohibited.

https://www.motor.com/2023/05/women-in-the-workforce/


Driving Change: A Closer Look at Women’s Priorities in the Automotive Industry 

2

© 2024 MOTOR Information Systems. All Rights Reserved. Reproduction Prohibited.

WHAT WOMEN BRING TO THE TABLE
Gender diversity in the workplace is an important part of creating an inclusive 
and equitable world, where diverse voices are heard and representation is 
strong. Gender diversity in the workplace has a positive impact on small and 
large scales. Individuals working at organizations with a stronger female 
presence report higher levels of job satisfaction and decreased burnout; 
they were also more dedicated and felt their work was more meaningful, 
according to research from the Center for Creative Leadership (CCL).3 

The CCL report also indicates that one significant reason employees 
choose to stay with their current employer is because of a positive culture, 
something, the research shows, is experienced at greater levels in companies 
with a higher percentage of women. Furthermore, this sentiment is shared 
not only by women, but all employees, regardless of gender—or any other 
demographic markers. Hiring more women benefits not just women but 
everyone in a company. And this extends up to the success of the company 
itself. 

Diversity lends itself to a wider range of perspectives, directly leading to 
innovations that might not otherwise be discovered. On the financial level, 
gender diversity directly correlates with financial gains. Among Fortune 500 
companies, for instance, those with the highest percentages of women in 
leadership financially outperform those with the lowest.3

It is important to prioritize gender diversity in the workplace. This is not only 
an ethical value, but it also benefits the well-being of every employee, as well 
as the overall company. 

The question, then, becomes: How can companies in the male-dominated 
automotive industry attract and retain female talent?  

MOTOR’S SURVEY OVERVIEW
MOTOR surveyed women in the workforce to learn more about their priorities 
and values when it comes to employment. Over the course of six weeks, 74 
responses were recorded from women, most (75%) of whom work in the 
automotive industry, the majority of whom (66%) are between the ages of 
25 and 44 and work as managers (36%) and associates (30%). Respondents 
work in various fields, with technology (16%), product development (15%), and 
marketing (13%) being the most common positions. 
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Questions covered a wide variety of topics related to the workplace 
environment, including: 

•	 Priorities in a job when seeking new employment 
•	 Most important benefits 
•	 Soft/hard skills sought in a manager 
•	 Work/life balance factors 
•	 Family planning considerations 
•	 Importance of various HR policies and practices 
•	 Importance of different types of workplace diversity 

In each question, respondents were asked to rank every given aspect of 
employment on a scale of 1 to 5, with 1 being least important and 5 being 
most. Responses were anonymous. 

FLEXIBILITY AND WORK/LIFE BALANCE 
The way the world goes to work has changed over the years, especially 
since the start of the COVID-19 pandemic, when much of the workforce 
moved online. Remote or hybrid options and flexible hours can contribute 
to a more satisfying work/life balance and are features that many women 
prioritize when seeking new employment. In fact, the second- and third-most 
commonly cited reasons women reported for not entering the automotive 
industry are poor work/life balance and lack of flexible hours, respectively. 4 

Supporting these findings, the MOTOR survey reveals that hybrid/remote 
working options are the benefit most frequently ranked as “extremely 
important” to work/life balance. This also ranked second among all priorities 
when job seeking, behind only flexible hours. In-person interactions proved 
to be one of the least important of those listed, ranking among the lowest 
three, further pointing to the priority of remote-work options. While in-person 
colleague interaction isn’t unimportant, the majority of women MOTOR 
surveyed ranked it as only a 3 on the 1 – 5 scale.

Relatedly, paid time off, particularly vacation time, ranks as the second 
most desirable benefit overall and holds the second-highest importance in 
maintaining a healthy work/life balance. When considered in the context of 
family planning, it is considered the most important job quality, with 71% 
of MOTOR survey respondents calling it “extremely important,” followed by 
length of time off (57%) and, distantly, childcare (25%), fertility assistance 
(18%) and adoption assistance (18%). As one MOTOR survey respondent 
notes, “If you want women in your company, you must support them if they 
choose to also have a family.”

Several other studies reinforce these results. The CCL reports that when 
asked, “What are the most important things that organizations could do to 
make you want to work for them,” a recurring theme was flexibility. Notably, 
female respondents to the CCL’s survey ranked work-from-home options as 
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slightly more important than their male counterparts (3.66 versus 3.29 on 2 – 
4 scale); the same is true for paid time off (3.08 versus 2.74), suggesting that 
businesses must continue down the path of flexibility if they are to attract and 
retain the important talents of women in the workplace. 3

OVERALL DIVERSITY, EQUITY  
AND INCLUSION

Research from Deloitte and Automotive News indicated 
that the top factor that keeps women from entering the 
automotive industry is a lack of diversity, equity and 
inclusion.4 Making strides to increase diversity, then, 
may have an exponential effect, with the more diverse a 
workplace, the more diversity the industry will attract. 

MOTOR’s survey indicates that women’s priorities for 
diversity aren’t limited to gender, though. When asked to rank the importance 
of various kinds of diversity in the workplace, two clear priorities emerged, 
both coming in at nearly equal levels of importance: women in executive 
roles and members of underrepresented groups in executive roles. This was 
followed by diversity of underrepresented groups in the company overall, 
with general gender diversity trailing behind. This offers two key takeaways: 
1) women see a need for all underrepresented members to be better 
represented, and 2) the most critical aspect is having diversity in executive 
leadership. Of note are two qualitative responses: 

•	 “I think that in order to attract diverse talent, it is important that diversity 
is represented at all levels in the company. Having worked in workforce 
development in the past, I know that people entering the workforce and 
choosing careers are influenced greatly by seeing people that they can 
relate to/that look like them in the careers they pursue.” 

•	 “Leadership roles should be diverse so high-level decisions will be 
made based on diverse experiences, which will support an inclusive and 
equitable company.” 

Notably, the business value of leadership team diversity overall is more 
recognized by women than men. Another Deloitte report states, “More women 
than men believe there are benefits associated with a diverse leadership 
team, and a quarter of men see no benefit at all.”4 Similarly, research2 shows 
that more women, in comparison to men, believe that diversity in leadership 
provides these specific benefits: 

•	 diverse perspectives for decision-making (88% versus 55%) 
•	 improved financial gains (42% versus 21%) 
•	 balanced organizational management (62% versus 43%) 
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Only 3% of women respondents did not perceive any benefits associated with 
diversity in leadership, compared to 26% of men. This poses problems to 
improving overall workplace diversity, since men account for a massive 92% 
of executives in the automotive industry.5  

Diversity efforts overall must be genuine; according to Deloitte, only 42% of 
frontline workers across industries strongly believe that their companies’ 
strides toward diversity, equity and inclusion (DEI) “are truly focused on 
creating a better workplace for all” versus being more about presenting a 
good face.4 

It isn’t enough, though, to let the bottom line guide a growth in diversity. A 
company must value diversity in and of itself. Job seekers can sense when 
hirers are genuinely invested in inclusion. Women look for employers who 
take an active stance on issues of equality.6  

HR POLICIES  
When it comes to HR policies, though, “DEI support” received the fewest 
“Very important” responses in MOTOR’s survey. This might indicate that 
DEI support is expected to be ingrained within the company culture overall, 
whereas the responsibilities of HR lie elsewhere. 

By a significant percentage, “Zero tolerance for harassment” garnered the 
most “Very important” ratings. One respondent notes the importance of all 
listed HR practices (zero tolerance for harassment, designated HR rep, DEI 
support and anonymous reporting): “I think these are basic HR practices 
that all employees deserve. They provide support and safety and will benefit 
employees and the company as a whole.” 

The second highest-rated policy was a designated HR rep. This would help 
address negative experiences with HR follow-through, such as this, reported 
by a survey respondent: “Being called out after you reached out to HR is a 
terrible feeling and made me not trust that I was looked after.” 

MANAGEMENT  
When it comes to what they look for in management, MOTOR’s survey found 
that several soft skills are of high importance to women. Respect was ranked 
most frequently as being of high importance (a 5 on the 1-5 scale), followed 
closely by approachability, good communication and encouragement for 
growth. Deloitte’s findings align with much of this; among those women 
surveyed in the study, 72% noted that interpersonal skills are important for a 
leader to be successful.2 

Interestingly, the MOTOR survey findings indicate that gratitude, positivity 
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and empathy are the least likely to be viewed as “extremely important.” While 
all the qualities in this question are soft skills, these three are the most 
nebulous. It is possible that they are viewed as the most performative—or, 
at least more likely to, in some cases, be performative—qualities, and with 
the lowest impact on employees’ potential for career advancement. It is 

worth considering these results in light of one woman’s 
qualitative response in MOTOR’s survey: “Good lip service, 
but little action…” This respondent noted that what she 
values is not in line with the actions of management at her 
company. 

According to the MOTOR study, when it comes to hard 
skills, women seeking employment consider effective 
decision-making, the ability to manage complexity, 
and effective management of ambiguity as extremely 
important. Interestingly, Deloitte did not differentiate 
between soft and hard skills, but instead ranked them 
together. The top two skills identified were interpersonal 
skills, as noted above, and trustworthiness. Only then did 
“industry acumen” and “managerial know-how” follow. 
This reinforces the fact that women value genuine values 
and actions. 

It’s important to note that men and women are largely 
aligned on what makes a good leader, except when 

it comes to commitment to diversity, equity and inclusion. Though both 
men and women “see significant room for improvement” in the creation 
and advancement of a diverse workforce,4 only 25% of men believe that 
commitment to DEI is important for successful leadership, versus 46% of 
women.2 

This gap, again, points toward the disconnect between men and women’s 
perceptions of workplace equality; with, according to a recent McKinsey & 
Company report, a small minority (though, at 48%, this number is fairly equal) 
of managers being women, diversity may continue—even if unintentionally—
to be placed deprioritized in hiring practices, in some cases. Moreover, while 
more women than ever are in C-Suite roles, that percentage is still low, at 
only 28%.7 
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Companies with 
a stronger female 
presence not 
only cultivate a 
positive work 
culture and reduce 
burnout but also 
leverage diverse 
perspectives, 
fostering improved 
ideas and notably 
superior financial 
outcomes.

CONCLUSION: ARE COMPANIES MEETING  
THESE NEEDS?

These findings are important for companies to consider as they move into 
the future. To attract and retain more women in the industry, automotive 
organizations must acknowledge, understand and address the systemic 
barriers that exist today. One response to the survey indicates that the 
respondent’s company is meeting “very few of the requirements important” 
to her. This will not sustain growth in gender diversity—something that the 

automotive industry needs to continue making significant 
strides toward, given its history of being very male-
dominated. 

Promoting gender diversity in the workplace results in 
substantial benefits, including increased job satisfaction, 
innovation and financial performance, as evident in 
research from the Center for Creative Leadership and 
MOTOR’s Women in the Workforce survey.  

Companies with a stronger female presence not only 
cultivate a positive work culture and reduce burnout but 
also leverage diverse perspectives, fostering improved 
ideas and notably superior financial outcomes. MOTOR’s 
survey, focused on women in automotive, underscores 

the significance of prioritizing work flexibility, encompassing hybrid/remote 
options and adaptable hours, as crucial factors for employee satisfaction. 
This emphasis on flexibility extends to family planning considerations, with a 
pronounced value placed on paid time off, especially for vacation.  

These findings warrant aligning workplace practices with the needs of female 
professionals, highlighting flexibility and work-life balance as essential 
components to supporting and retaining women in the workforce. 
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ABOUT MOTOR
MOTOR Information Systems is one of the world’s premier suppliers of automotive data and a trusted partner of leading 

Automakers, helping sell parts and service vehicles. Since 1903, MOTOR’s mission has been to provide customers with accurate, 

thorough and timely information to help run their businesses more efficiently, effectively and profitably.

For more information, please visit www.motor.com.
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