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About this report

Context

Ipsos Karian and Box has been
commissioned by JLR to conduct their
fifth annual independent review of
diversity, equity and inclusion (DE&])
within the business.

Methodology

Data analysis

Ipsos Karian and Box analysed JLR's UK Human Resources
(HR) employee data to report on representation in the
business across captured demographic groups. Further
details on the methodology are in the next page.

JLR carry out their own global Pulse survey each year and
the Inclusion Index scores are shared with Ipsos Karian and
Box to be incorporated in this report.

JLR are responsible for questionnaire design, fieldwork,
data collection and analysis of the Pulse data.

JLR is committed to implementing
inclusive best practice and building a
culture where people can be their
authentic selves and reach their full
potential.

471

Workshops with People Chapter

Ipsos Karian and Box facilitated nine
hybrid workshops, where 28 participants
from the UK People Chapter (JLR's HR
function) shared progress in the last 12
months and reviewed a 4-year summary
of DE&I-related activities. This is covered
in the Summary Review and Milestones
sections.

Workshops were carried out between 10t
and 17t June 2025.
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Purpose

The main objective of the 2025 review
is to understand and evaluate DE&
progress in the last 12 months across
the employee lifecycle and summarise
progress over the past three years.

The review identifies strengths,
areas of opportunity and practical
recommendations.

Considerations

R * Thereview did not include an audit of documentation and
was based on feedback from interviews, workshops and

one question from JLR's Pulse survey..

Interviews * Interviewees were senior leaders within JLR;

stakeholders from the wider business (end users of the

Five virtual interviews were conducted by
processes)were not consulted.

Ipsos Karian and Box on behalf of JLR

with UK senior leaders to understand * Representation data has been pulled from a moment in
DE&I progress since 2020. The time so does not acknowledge progress after these
dates.

interviews offer an understanding of top-
level perceptions of culture change and * Representation data is based on the JLR UK employee

future ambitions for DE&I. Insights are population only, as global demographic data collection
summarised in the Summary Review can be subject to differing legal requirements by country.

Data collected via the annual Pulse survey will be
published at a later date, due to the survey being
postponed to 2026.

Interviews were conducted between 28th
and 30t May 2025.
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About the data within this report

Definitions

The Inclusion Index from the Pulse survey is calculated as the proportion of employees
who responded “strongly agree” or “agree” to the statement “l would recommend JLR
as aninclusive employer”.

Gaps are calculated using unrounded data which means that, when rounded,
comparisons may differ by up to 1point.

Methodology

9@% @

UK HR Employee Data UK Census Data

* JLR collect employee data via their HR * The most recent UK Census data collected in
system. Employees can add and update their 2021is used as a benchmark to demonstrate
own data at any time independently. how representative JLR's employee

* |psos Karian and Box received employee data poiptiatents,
from JLR in an aggregated and anonymised * Where available, only data for the
form. “economically active” population was used.

This is specified in the footnotes.
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Pointin time

Data from the global Pulse surveys was collected by JLR in the following timeframes with the participation
rates below:

* Pulse 2022: 19 September - 4 October 2022. Invited 34842, Responded 23,749 (68%)

* Pulse 2023: 4 September - 18 September 2023. Invited 38166, Responded 27535 (72%)
* Pulse 2024: 2 September - 19 September 2024. Invited 40324, Responded 30284 (75%)
UK HR employee data was extracted on 13th May 2025

&>

Global Pulse survey data
* JLR designed the questionnaire and administrated the Pulse annual surveys and collected the data.

» The surveys were run online and employees responded via anonymous links.
Participation was voluntary and all questions in the survey were optional.

» Aggregated and anonymised data for the Inclusion Index and demographics
was later shared with Ipsos Karian and Box for the purpose of this review.

* Thelnclusion Index was introduced as a metric in 2023,
however the question used to measure it has been asked since 2022.

* Inclusion Index (pg. 6) and employee data was undertaken and collected by
JLR via their global annual Pulse survey for 2025-26 will be added to a later version
due to the survey being postponed following a cyber attack.

KARIAN:BOX
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Representation at JLR

Based on HR employee system data
(May 2025, UK only)

Employee data across

d hics h ined Gender Sexual orientation
emograpnics nas remaine = JLR 2025 m UK**

broadly stable at JLR JLR 2025 vs.2024* UK** vs.2024% = = = = =

suggests that despite efforts ‘ Men m 83%

compared to 2024. This

= mb52%
to improve minority Women wl7% = 48%
representation in the .
business, increasing diversity 93% |89% 1% 1% 1% 2% <1% 1% 4% 7
remainsa prlorlty for JLR. Straight / Bisexual Gay/Lesbian Prefer to Prefer not
. het | If-describ t
Women have the blggest gap eterosexua se escripe 0 say
in representation compared Number of employees: 33,981 Number of employees: 12,626
to the UK economically active
population(-31pts). Female Age Religious belief
talent retention needs to be e m JLR 2025 m UK*™*
addressed to make progress. \ | JLR 2025¢vs. 20247 UK -
I 16-19 % = 3% VS' - - I o = = = 1
Talent under 30 and over 60 is
20-30 u17% -1 22%
underrepresented compared S 5 . R . . .
to census data for 9140 35%  +3 23% § = B g © ¥ b b I 2R OE e e Bo
economica”y active 41-50 m20% -2 22% ... B sss N
individuals in the UK. 51-60 m21% = 21% =2 5 3 1= = @ 2 85 &g
ty _-I 90/ % g g‘ T g @ G;) % S g ::I_) .8
Religious belief and sexual e 5% 8 72 £ = = E ET e 3
. . . = o
orientation are generally in s § =
line with the UK population. 3
Number of employees: 33,457 Number of employees: 12,606
*JLR UK employees as of May 2025 vs. May 2024***UK 2021 Census data: UK residents aged 16 years and over
**UK 2021 Census data: Economically active t Age data 2025 covers 12 months to April 25. Age brackets used in 2024 differ slightly to 2025: 16-19, 20-30, 31-39, 40-49, 50-59, 60+
KARIAN:BOX
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Ethnicity breakdown
Based on HR employee system data
(May 2025, UK only)
Overallinepresentation Ethnicity (grouped)* Ethnicity breakdown

of ethnic groups sees no
notable change since 2024.

Compared to the . vs. 2024*
economically active UK ‘

population, JLR employees =

are 8pts less likely to be
White British, and 9pts more
likely to be Asian or Asian

British Indian.
This is likely because
representation of the latter JLR
group is much higher than the 2026 vs.2024 UK™  JLRPop <o 58
UK average in and around the ey O 2 =8% 5578 -
. . . sian Britis! —
Midlands region where JLR is L5
located. Black or m3% = 4% 972 =
Black British @ 2
c <<
Chinese or 1% = 3% 364 2
Other <
Ethnic Group =
Mixed m3% = 2% 960 é
White m76% -2 83% 24,962

Number of employees: 32,836

*Excluding not known, not disclosed and groups with less than 50 responses.
**UK 2021 Census data: Economically active

© Ipsos| Diversity, Equity & Inclusion Review | November 2025 | Version for Publication 5

mJLR2025 m UK**

<1%
1%

F 12%
3%

Asian or Asian British

- Bangladeshi

+1

Asian or Asian British

Number of employees: 33,981

- Indian

3%
2%
2%
3%

Asian or Asian British

- Pakistani

Black or Black British

- African

32 2 32 3°

== %% = %% %% a2e

VvV V —— Vv —_—— = — - —
—

. [ =
5% GF SO Th O g
L 28 3 3 c &y
2o .‘:‘_Q Pl = = o = [}
to =82 S50 o0& O <
oy o2 Q5 -E = o3
$5 38 €58 39 § %

o ! <<

< E(_,) < n o 1 E
m m L g:’ o
= = - s @ [a] =
o o ) < &5 X ]
x x < o = o
5} [3} = L Q
« Ko, = = X
m o 5 7= =

@ [IN)

17

@

=

=

(&)

Mixed - White & | <1%

<1%
1%
1%

Black African

Mixed - White & Black

Caribbean

8%
9%

-
(]
=
=
o
>
c
<
1
(]
&=
s

65%
73%

e
(2]
=
‘c
[aa]
[
(]
=
=

1%
1%

White - Irish

B 3%
<1%
<1%
<1%

Not Disclosed
Not Known

KARIAN:BOX



About this Socio-economic  Representation Inclusion Headlines and Milestones
report landscape data Index summary

Inclusion Index trend since 2022

Based on global Pulse data

JLR’s Inclusion Index,
measured in the yearly Pulse
since 2022, has increased
year-on-year.

Inclusion Index 2022 - 2026

The proportion of employees

who would recommend JLR 80% 83%

TBC* Target

as an inclusive employer was

only 62% in 2022, but it has

risenin the following years 62
and is now trendingin the

right direction to close the

gap to the target of 85% in

2026.

Dataisn't available for 2025,

due to the Pulse survey being Proportion of employees agreeing and strongly
delayed following the agreeing to the statement “l would recommend
systems shutdown in JLR as aninclusive employer” in the annual
response to the cyber-attack employee engagement survey

in August 2025.

Once the data will be

collected in the first half of

85%

Ambition to target:
JLR’s global ambition is to reach 85% in
the Inclusion Index by 2026

2026, it will become clearer
whether the gap to the target
is narrowing.

2022 2023 2024

n= 23,344 n= 26,923 n=29,503

*Pulse did not run in 2025 and has been postponed to 2026

Data collected by JLR via online survey in September-October in 2022, 2023 and 2024. Target audience for global Pulse survey includes Salaried and Hourly JLR employees. Excludes agency,

contractors or Randstad Y1(Randstad employees from Year 2 onwards are included).
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Headlines: JLR’s 5-year progress

@ DE&I embedded in the culture
and business success
When JLR's cultural journey started five years ago,
DE&I was seen as a People Chapter (HR) initiative, and it's now
progressed into a cultural, enterprise-wide imperative. JLR

leaders speak about DE&I as an integral part of the business
and fundamental to JLR's success.

Across leadership, policies, data, and the employee lifecycle,
there is evidence of a people-first culture that drives
performance. The ‘Reimagine Strategy’, the values and
purpose and the ‘Creators’ Code’ have been key to this shift.

JLRis ready to create stronger accountability and ownership
of DE&I outside the People Chapter and empower leaders
across the business to further progress in their teams.

Further advancements must be supported by comprehensive
data strategy and management. This will also enable more
transparent external reporting.

Attracting the right talent and
engaging long-tenured colleagues
Building a diverse talent pipeline through inclusive attraction

and recruitment practices is essential to futureproof DE&I
efforts and reach diversity targets.

The foundations for strong and effective employer brand
projects, educational outreach, early careers campaigns and
talent programmes have been set and are likely to bear fruit in
the coming years.

Alongside attracting and recruiting, retaining diverse talent
and engaging long-tenured colleagues in the culture change
remain a priority aligned with JLR’s purpose and vision.

‘People Love Days’ and other initiatives in Manufacturing are
great examples of connecting with historically harder-to-
engage populations.

We recommend mapping moments that matter for inclusion
in JLR's employee lifecycle and identify where strategic focus
is needed.

Move towards a more collaborative,
intersectional approach

Several initiatives showcased stronger collaboration
between teams, networks and external partners. Network
governance is enabling more collaboration

and less competition among the networks; the DE&I team are
working more closely with manufacturing leadership; the
disability strategy has been consolidated from previously
siloed efforts; and attraction and recruitment events and
programmes are benefitting from partnerships with experts.

This collaborative approach reflects a business with an
intersectional lens on DE&I, where DE&I is woven into the
operational fabric as a key factor in its success.

We recommend that the next step to support further
coordinated efforts is for JLR to review the DE&I internal
communications strategy to ensure actions and progress are
shared consistently and effectively across the organisation.

Ipsos Karian and Box's
Recommendations 4

A Board-backed culture dashboard would enhance JLR's DE&I agenda
by centralising metrics and data for effective cultural change.

By incorporating DE&I and People KPIs, alongside operational and
sentiment data, organisations can maintain alignment of their values
at all levels and through the employee lifecycle.

Review based on workshops with HR teams and interviews with senior leaders at JLR conducted by Ipsos Karian and Box
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A dashboard would publicly-and-internally demonstrate commitment to
DE&I, empowering leaders with data-driven insights that identify areas
needing attention and ensuring accountability across the organisation.
To maximise impact, JLR should consider incorporating real-time
feedback and dynamic data visualisations.

KARIAN:BOX
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Summary: Progress Review

Culture and
engagement

JLRisbecominga
people-first organisation,
a shift that is evident
across its policies,

processes and initiatives.

‘People Love Days'’, the
‘Our JLR App’and the
'‘DE&I Smart Book'are
engaging manufacturing
in the DE&I journey.

A holistic, centralised
culture metric and a
more mature listening
approach are
recommended to
progress the cultural
change further.

Data and
monitoring

Data availability has
improved significantly
since 2023, with the
support of a DE&
dashboard, external
benchmarking and
diagnostics.

Despite efforts, gender
and ethnicity targets
have not yet been
achieved.

A new data analytics and
insights dashboard isin
development, but there is
a need for stronger data
management and
external reporting.

Networks

Networks are taking an

intersectional approach
and working together to
strengthen theirimpact.

Governance has
continued to mature,
with merged networks,
an event strategy and
new cross-network
liaison roles.

We recommend evolving
‘We Are JLR'into a
strategic platform to
enable systemic, multi-
year programmes.

Review based on workshops with HR teams and interviews with senior leaders at JLR conducted by Ipsos Karian and Box
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Global strategy

There has been a focus
on embedding the DE&
strategy globally through
sophisticated, targeted
activity that moves
beyond awareness.

The Global DE&I Summit
in 2024 was themed ‘Take
action and make impact’
and had circa 6,300
attendees. Planning for
the next Summit is
underway.

We recommend creating
clear governance
framework for global
networks and local
inclusion groups.

Policies and
procedures

Updates have been made
to family-friendly leave
and contractual
differences have been
addressed in
Manufacturing and
Business Protection.

The reasonable
adjustments process has
also seen key
improvements.

A review of policies that
haven't been updated in
the last 2-3 years is
recommended (e.qg.
Bullying and Harassment,
Disciplinary).

Leadership

Continuation of the
‘Reimagine Modern
Leadership’ training has
been supplemented with
targeted coaching for the
‘Black Futures'
programme and for those
returning to work after
maternity leave.

JLR may need formal
reinforcement
mechanisms to sustain
behaviour change post-
programme and support
behavioural learning in
middle management,
focusing on DE&I.

M KARIAN:BOX
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Summary: Employee Lifecycle

Attraction

Employer brand
projects ('Intimate
Conversations’, ‘Tech
Careersat JLR', 'The
Women behind the
Defender’) feature
and support diverse
colleagues.

The candidate
experience has been
updated with
inclusionin mind.

Focus on attracting
talent from varied
educational
backgrounds and
non-linear career
paths would increase
diversity.

Recruitment

Education platform
‘Create Possible’ was
launched to drive
diversity in STEM.

Early careers
campaigns are
targeted at social
mobility, diversity and
young Black talent.

Diverse executive
recruitment has been
afocus.

JLR should consider a
diagnostic to tackle
the gap in gender and
ethnicity targets.

Onboarding

‘Enboarder’,
anew tool fora
personalised
onboarding
experience, is being
piloted.

Information for new
starters has been
expanded to cover
DE&I, employee
networks and
wellbeing.

The business should
aim for a more
inclusive onboarding
experience for all,
including
neurodivergent and
disabled colleagues.

Review based on workshops with HR teams and interviews with senior leaders at JLR conducted by Ipsos Karian and Box
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Training and
development

A global DE&I digital
training programme
is being launched.

Colleagues have
access to targeted
DE&! training,
inclusive
development and
reverse mentoring.

Learning accessibility
and DE&I toolkit have
been enhanced.

Our recommended
next steps are to
offer reverse
mentoring to a wider
population and
support allyship with
bite-sized content.

Talent and
performance

The strategy has
shifted to an
inclusive, attribute-
based model that
prioritises potential
and accessibility.

Successfulinitiatives
to create equity in
talent, such the
Aspire talent
development
programme, are
inclusive by design.

New initiatives
support a strong
continuous learning
and feedback culture
for fairnessin
performance.

Rewards and
benefits

An enhanced global
recognition
programme includes
review of
nominations for
fairness and equity.

Hourly paid
employees have been
included in the global

bonus scheme for a
unified and fair
approach.

Colleagues
celebrated 'JLR
Impact Day’ to
recognise a
Reimagine target of
becoming’net cash
positive’, with a day of
paid leave.

Exit

Efforts around exit
have accelerated with
a shiftfroma
process-driven to
human-centred
approach.

A strategic review of
the employee
lifecycle is
recommended to map
and identify moments
that matter for their
impact on DE&I.

Exit experience has
not yet been
addressed.

M KARIAN:BOX
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Milestones since 2021

Clear, tangible progress has been made in the last b years across the People Chapter.
The timeline in the next pages summarises the most significant milestones achieved since 2021

O Culture & Engagement Data & Monitoring © Networks © Global strategy Q) Policies & Procedures Leadership Attraction, Recruitment & Onboarding @ Training & Development Talent & Performance Q) Rewards & Benefits
® Alignment of DE&I Gender and ethnicity ® Shiftin ® Networks banded Standardisation of job
i strategy with targets for senior hires: employee listening: under #WeAreJLR: descriptions and

business strategy: Clear representation goals More frequent Unification and selection criteria:
Demonstrated feedback mechanisms strengthening of ERGs Minimised bias
engagement

with core operations

2021 - ;

Introduction of Executive team Commitment to "Reimagine Leadership
Inclusion Index: support for data monitoring: Journey" launched:
Measurable diversity ambition: Laid groundwaork for Focus oninclusive
progress tracking Top-level buy-in data-driven action leadership capabilities

Timeline based on previous reviews conducted on behalf of JLR between 2021and 2024 and on workshops with HR teams by Ipsos Karian and Box for 2025

M KARIAN:BOX
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2022-2023

Oculture & Engagement Data & Monitoring O Networks © Global strategy O Folicies & Procedures Leadership Attraction, Recruitment & Onboarding OTraim‘nq & Development Talent & Performance o Rewards & Benefits
@ Publication of 5-year @ Firstiteration of ® Mandatory DE&I ® Defender "Embrace the
DE&I strategy: network governance: foundations training: Impossible” Campaign:

Introduction of formal
DE&! training

Roadmap for
long-term progress

Improved network
effectiveness

External positioning as inclusive

—2022 ¢ oo 2023
Centralised DE&I @ Creators’ Code ® First annual
dashboard: behavioural DE&I summit:
Facilitated framework: Platform for sharing
data-driven Reinforced best practices
decision-making inclusive values

Timeline based on previous reviews conducted on behalf of JLR between 2021and 2024 and on workshops with HR teams by Ipsos Karian and Box for 2025

KARIAN:BOX
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2023

O Culture & Engagement Data & Monitoring © Networks © Global strategy Q) Policies & Procedures Leadership Attraction, Recruitment & Onboarding @ Training & Development Talent & Performance Q) Rewards & Benefits

Hiring manager training: Early careers initiatives: Reimagine Modern Creators’ Conversations:
Provided guidance and Launch of partnerships Leadership: Replaced performance
training on reducing bias and programmes to attract Rebranded leadership reviews with human-centric
inrecruitment diverse young talent development and development conversations
addition of modules on
Creators Conversations
for development

£ £ £ £
~ ~ ~ : ~
® Investmentin @ First networks ® Language and tone DE&I data shared with @ Equal Pay Report:
EVP research: offsite event: updates in policies: Nominations Committee: Positive equal pay
Addressed Fostered trust Demonstrated a Increased transparency for the first time
colleague needs and collaboration colleague-centric
approach

Timeline based on previous reviews conducted on behalf of JLR between 2021and 2024 and on workshops with HR teams by Ipsos Karian and Box for 2025

KARIAN:BOX
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2024

O Culture & Engagement Data & Monitoring © Networks © Global strategy O Policies & Procedures Leadership Attraction, Recruitment & Onboarding © Training & Development

@ Significant progress Diverse talent

in policies:
Introduction of
inclusive policies and
updates to family
friendly policies

resourcing

capability piloted:
Built expertise in
attracting talent

Talent & Performance Q) Rewards & Benefits

manufacturing
colleagues and

associates

@ Launch of @ DE&I Smartbook: ® Significant
Our JLR App: Physical resource for budget allocated
Connected manufacturing to DE&I progress:

colleagues to learn
about DE&I

Tangible commitment

— 20240

Reverse mentoring
for Board personal
development:
Promoted inclusive
leadership

@ Townhalls connecting leaders
with manufacturing colleagues:
Improved communication

N
7

@ Global Digital
Learning Journey:
rolled out across

27 countries

Timeline based on previous reviews conducted on behalf of JLR between 2021and 2024 and on workshops with HR teams by Ipsos Karian and Box for 2025

© Ipsos| Diversity, Equity & Inclusion Review | November 2025 | Version for Publication

13

'
7

Annual event with Women
in Engineering Society:
Partnership to attract
waomen engineers

@ Formal network
governance and
operating principles:
Aligned network strategy
to DE&I strategy

KARIAN:BOX
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2025

Oculture & Engagement Data & Monitoring O Networks © Global strategy O Folicies & Procedures Leadership Attraction, Recruitment & Onboarding OTraim‘nq & Development Talent & Performance o Rewards & Benefits

@ People Love Days: Globalisation of ® We Are JLR events: Initiatives and campaigns @ JLR Impact Day:
Focused on purpose, networks and Focus on to attract diverse talent: i Introduced to celebrate
wellbeing, and DE& expansion of UK intersectionality and From early careers, contribution of all

inclusive recruitment
practices and targeting

collaboration
between networks

Inclusion Councils:
Expanded reach

colleagues and associates

2025

and impact diverse audiences
£ £
1 1 y 1 v
; Black Futures : ;
: coaching offering: : ;
E Supported development E E
! for Black colleagues ! :
® Respect charter launched @ Occupational Health Aspire Pilot:
in manufacturing plants: Workplace adjustments: Development programme
Reinforced culture of respect Updated process for designed with inclusive practices
accessing reasonable
adjustments

Timeline based on previous reviews conducted on behalf of JLR between 2021and 2024 and on workshops with HR teams by Ipsos Karian and Box for 2025

KARIAN:BOX
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JLR’s employee demographics from HR system

Gender

May-25 May-24
Male 83% 83%
Female 17% 17%
Age

Apr-25 May-24
16-19 1% 1%
20-30 17% 18%
31-40 35% 32%
41-50 20% 23%
51-60 21% 21%
61+ 5% 6%
Sexual orientation*

May-25 May-24
Straight/Heterosexual  93% 93%
Bi 1% 1%
Gay/Lesbian 1% 1%
Prefer to self-describe  <1% <1%
Prefer not to say 4% 4%
Straight/Heterosexual  93% 93%

Religion*

May-25 May-24
Any other religion 1% 1%
Buddhist <1% <1%
Christian (All 42% 45%
denominations)
Hindu 6% 4%
Jewish <1% <1%
Muslim 5% 3%
No religion 39% 40%
Sikh 4% 3%
Prefer not to say 3% 4%
Ethnic groups*

May-25 May-24
Asian or Asian British ~ 17% 15%
Black or Black British 3% 3%
Chinese or Other Ethnic 1% 1%
Group
Mixed 3% 3%
White 76% 78%

© Ipsos| Diversity, Equity & Inclusion Review | November 2025 | Version for Publication

*Groupings exclude Not disclosed/Not Known

Ethnic origin

May-25 May-24
Asian or Asian British 1% 1%
- Any Other
Asian or Asian British <1% <1%
- Bangladeshi
Asian or Asian British - 12% N%
Indian
Asian or Asian British 3% 2%
- Pakistani
Black or Black British 2% 1%
- African
Black or Black British <1% <1%
- Any Other
Black or Black British - 1% 1%
Caribbean
Chinese or Other Ethnic Group - <1% <1%
Any Other
Chinese or Other Ethnic Group - 1% 1%
Chinese
Mixed - Any Other 1% 1%
Mixed - White & Asian 1% 1%
Mixed - White & Black African  <1% <1%
Mixed - White & Black Caribbean 1% 1%
White - Any Other 8% 8%
White - British 65% 68%
White - Irish 1% 1%
Not Disclosed 3% 1%
Not Known <1% 1%

KARIAN:BOX



FOR MORE INFORMATION CONTACT:
Louise Breed, UK CEO

Louise.Breed@ipsos.com

Amelia Lafratta, Consultant

Amelia.Lafratta@ipsos.com

FOR MORE INSIGHTS:

www.ipsoskarianandbox.com

linkedin.com/ipsoskarianandbox
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