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Introduction and contents

DE&I at JLR is evolving into the next stage of maturity. The
business has shown authentic commitment to change which
is now being felt at the cultural level.

JLR have strategically actioned recommendations from the previous three DE&I Reviews and laid
strong foundations for DE&I - a significant milestone. Now, attention must turn to large-scale,
gradual and process-led changes.

Colleagues report a growing feeling in the business that DE&I is genuinely at the heart of
everything JLR does. The DE&I team are increasingly brought into the HR transformation to help
shape processes, while HR teams are committed to considering DE&I at every stage. Senior
leaders are continually quoted as prime advocates for DE&I.

Having conducted a deep-dive review of recruitment in 2023, JLR aspires to complete similar
reviews for all HR functions to support them on their DE&I journey. The recruitment deep-dive has
informed future data monitoring at JLR, inspiring a new reporting strategy to make evidence-
based recruitment decisions and aid equity.

Going forward, JLR will continue to expand the scope of the DE&I strategy globally and increase
the focus on manufacturing environments. This will create a more diverse, inclusive and
psychologically safe workplace for employees across the business, all over the world.

Ellie Shaw and Rhiannon Alexander
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About this report

Context

« |psos Karian and Box has been commissioned ¢ JLRis committed to implementing inclusive
best practice and building a culture where
people can be their authentic selves and reach

by JLR to conduct this fourth annual
independent review of diversity, equity and

inclusion within the business.

Methodology

41

L4

Review of policies and processes

Central documentation for policies
and processes were reviewed for
inclusive best practice with a
particular focus on those where
amendments had been made since
the 2023 review.

Ipsos Karian and Box reviewed over
200 documents across JLR's
employee lifecycle.

their full potential.

Data analysis

Ipsos Karian and Box analysed HR
employee data and aggregated
employee survey data to report on
representation in the business and
the Inclusion Index across all
captured demographic groups.
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Purpose

R@
Interviews

18 interviews were conducted with
the HR team and senior leaders to
understand DE&I progress across
the HR team, capture activities not
reflected in documentation and
understand top-level perceptions of
culture change and future ambitions
for DE&I.

Throughout the report,
thisicon indicates insights
taken from interviews.

* The main objective of the 2024 review is to
understand and evaluate DE&I progress in the
last 12 months across the employee lifecycle.

* Thereview identifies strengths, areas of
opportunity and practical recommendations.

Limitations

.

The review reflects the status of the business in June 2024, when
documentation was submitted. Any documentation published after
this point has not been reviewed.

Some documents were works in progress at the time the review
was conducted and therefore unavailable.

Interviewees were all from HR and senior leader populations and
stakeholders from the wider business (end users of the processes)
were not consulted.

Only documentation that has been amended in the last 12 months
has been reviewed.

Representation data has been pulled from a moment in time (April
2024 for HR system data and October 2024 for Pulse data) so does
not acknowledge progress after these dates.

Representation data is based on the JLR UK population only
due to difficulties capturing global demographic data.
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Representation at JLR

Based on HR system data Based on self-select survey questions
(April 2024, UK only) (Pulse 2024, UK only)
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prioritised based on disclosure i 2024 2023 UK
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and best practice. Trans data £ 3 - & = 28 No m92% -l = 93%
: . Note: Global representation remains relatively stable (79% Men, 2w %} w 9 o 2 o o
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HR system Disability data.
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inJLR isup 1pt compared \ 2024  2023* 4 \ No m84% -1
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. . . c isti i i i
Company-WIde InSIthS. k3 statistically minority demographic groups.

*UK employees from Jan-Sep 2024 vs. Jan-Dec 2023
**UK Census data from 2021
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Ethnicity breakdown

Overall representation
of ethnic groups sees no
notable change since 2023.

Compared to the UK
population, JLR employees
are 6pts less likely to be White
British, and 8pts more likely
to be British Indian. This is
likely because representation
of the latter is much higher
than the UK average in and
around the Midlands region
where JLR is located.
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Based on HR System data

(April 2024, UK only)

Ethnicity (grouped)*
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Ethnicity breakdown
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Perceptions of JLR as an inclusive employer

by demographic group

©

The Inclusion Index has
improved 3pts vs 2023,
trailing 2pts behind JLR’s
target of 85%.

Colleagues who use another
term for their sexuality are
least likely to recommend JLR
as an inclusive employer and
8pts less likely thanin 2023.

Colleagues who are trans,
disabled or follow a religion
other than those listed in the
chart are also less likely to
recommend JLR as an
inclusive employer.

Gay/Lesbian colleagues are
significantly more positive
than in 2023 (+9pts), along with
those who are trans (+13pts) or
have a visible disability (+9pts).

I would recommend JLR as an inclusive employer by demographic - vs. JLR overall
(Pulse 2024, UK only)

Difference in advocacy vs. JLR overall (83%)

+6 — +4
Sl

Female Male None Hidden

N=3,722 N=16,798 | N=18,373 N=1,817

Gender
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Disability

-10

Visible
N=171

-10
Non Trans
trans N=298
N=19,918
Trans

Hindu
N=1,472

Christian
N=7,518

+2

s I

Muslim No
N=927  Religion
N=9,099
Religion

Sikh
N=461

Any
other
religion
N=154

Hetero-
sexual
N=18,588

+6
-18
-3
Bi Gay/ luse
N=308 Lesbian another
N=224 term
N=189

Sexual orientation
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Perceptions of JLR as an inclusive employer
by ethnicity

@ I would recommend JLR as an inclusive employer by ethnicity* - vs. JLR overall

(Pulse 2024, UK only)
+] +] +1
© omm om omm EH KR K

Black Caribbean and mixed
White and Black Caribbean
employees have a less
positive view of inclusion
at JLR, as do those from an
ethnic group other than
those listed in the chart.

Difference in advocacy vs. JLR overall (83%)

Chinese employees are the +7 +10
highest-scoring ethnic group 5 I
followed by Indian employees

- -1
and White employees not
listed in the chart.
To further understand
discrepancies ininclusion
experiences, JLR should
continue rolling out listening
crclooanossaldemogiapiic S s nioe e eme e N B oo W oh  ohe  im  Oves
groups.and Condl.Jctmg LIEZ] N=142 Black ethnFiJc N=393 group N=223 N=271 N=13,531 El:71 Asian N=207 N=1,934 N=2,431 N=167
deep-dive analysis on Pulse Caribbean background N=194 N=154
results. N=140 N=176

Ethnicity

Source: Pulse 2024, UK Only
Note: Groups presented are those with greater than 50 responses to the JLR 2024 Census.
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Perceptions of JLR as an inclusive employer
by ethnicity (grouped)

I would recommend JLR as an inclusive employer by ethnicity (grouped)* - vs. 2023
@ (Pulse 2024, UK only)

2024 ethnicity data has been Mixed Black Asian White
grouped to match 2023 N=518 N=446 N=3269 N=15720
categorisation and allow for
historic comparisons.

All ethnic are more likely to
recommend JLR as an
inclusive employer since 2023,
showing significantly improved
experiences across the board.

Black colleagues see the
largest uplift, scoring 7pts
more positively thanin 2023.

White colleagues, who
represent the majority group,
see the smallest improvement
(+2pts).

Difference in advocacy vs. 2023

Ethnicity (grouped)

Source: Pulse 2024, UK Only
Note: Includes ethnic groups with less than 50 responses.
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Infrastructure for DE&I has matured with dedicated
budget, resource and strategic commitment

Culture and
engagement

Culture is evolving as
JLR stepinto the
next level of DE&I

maturity

Leaders visibly
advocate for DE&I
and drive its success

JLR have made
significant progress
against DE&I strategy

People strategy
wedded to DE&
strategy creating
synchrony and shared
ambitions

DE&I strategy tied
to tangible actions
and timelines

Data and
monitoring

Data infrastructure
is currently under
transformation

Wealth of data
available through
dashboards

Appetite and
ambition to use data
to inform decision-
making in people
chapter

Workshops with
Data team have
informed direction

Thorough people
analyticsin
recruitment

Networks

Networks are key

to driving change

and increasingly
supporting
DE&I goals

Network governance
and operating
principles formalise
contribution

DE&I Calendar matrix
ensures fairnessin
network events

Network leads and

members offered

time and space for
DE&I activities
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Policies and
procedures

Many policies have
now reached best
practice standards

New volunteering
leave contributes to
ESG ambitions

Progressive family-
friendly policies
promoting equity

Menopause policy
takes holistic view
of inclusion

Inclusive
non-gendered
language adopted
in full policy suite

Leadership

JLRis heavily
investingin its
leaders, increasing
DE&I competency

Conversations for
Growth module
rolled out at scale

Reimagine Modern

Leadership event

promotes diversity
of thought

Communications
and branding

Growth of
Communications
team with strategic
focus on impactful
DE&l policies

DE&I embedded in
communications
strategy

Impactful campaigns
showcasing JLR's
DE&I commitments

Recruitment
campaigns are
authentic, using real-
life JLR employees

Manufacturing

DE&I approach
is being tailored
to engage
manufacturing
and progress is
being made

OurJLR appis
enabling tech for
manufacturing

Networks have been
pivotal in engaging
manufacturing
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JLR embedding new lifecycle processes in 2024

with many currently under review

Employee lifecycle

Attraction

Best-practice
inclusive approach
to early careers
outreach

Implementation of
Recite makes careers
site accessible

Digital transformation
to improve internal
careers site

Upskilling workshops
with third parties are
setting expectations
forinclusive
attraction

Recruitment

A'longer period is
needed to continue
progress made
from recruitment
deep dive

Recruitment deep
dive and subsequent
workshops have
offered a strategic
action plan for
recruitment overhaul

Dedicated
recruitment teams
have mobilised
recommendations
from deep dive
review to drive
change

Onboarding

More time and
support is needed
to action progress
from recruitment

deep dive

Recruitment deep
dive and subsequent
workshops have
offered a strategic
action plan for
onboarding plans
Thought going
into embedding

reasonable
adjustments

Onboarding still
a priority area
for action
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Training and
development

Consideration
being made for
reintroducing paid
qualifications

DE&I Foundations
training continues
to be asuccess

DE&I training
handouts are an
easy, user-friendly
platform to upskill

10

Talent and
performance

New performance
process is
human-centric

Performance
documentation
is thorough and

supportive

Objective-setting
toolkit standardises
objective across JLR

Talent process
reimagined for
inclusivity

Rewards and
benefits

Transformation Pay
process more
equitably rewards
employees'’
contributions

New recognition
schemes driving
equitable and more
engaging rewards

More transparent
benefits and
bonus plans

Exit

The offboarding
checklist and
retirement process
provide a clear step-
by-step process from
alogistical and legal
perspective
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Continue progress against strategic objectives
for best-practice DE&I infrastructure

Culture and
engagement

Deprioritising quick

wins vs. larger DE&I

ambitions poses risk

to momentum and

visibility
Clarify people
outcomes in
People Strategy

Embed DE&lin
culture change
initiatives
Evaluate
employer brand
Kick off inclusion
journey in
manufacturing
and global

Validate EX research

Data and
monitoring

Conduct data and
dashboard audit

Invest in listening
strategy programme
across end-to-end
employee journey

Build DE&I journey
map with specific
data and reporting
requirements at
each stage

Utilise tech
transformation
to update people
analytics capabilities
and accessibility and
roll out global

Networks

Monitor consistency
of Network objectives

Build network activity
into new performance
framework

Offer network training
suite for exec
sponsors, leads and
members

Revise
communications
and language to
set positive and
encouraging tone
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Policies and
procedures

Introduce regular
cadence of policy
reviews to keep up
with DE&I best
practice

Communicate and
advertise policy
updates so end user
can benefit

Introduce gender-
related wellbeing
support to include
Menopause Policy

Leadership

Drive accountability
for DE&lin
management
population

Invest and upskill
middle management
on DE&I foundations

and principles

Use gamification and
case study examples
to bring inclusion to
life in manufacturing

Create leader
competency
framework and align
values to Creators’
Code

Communications
and branding

Speak to JLR's
inclusive culture
and policy progress
externally to
attract talent

Continue to update
and distribute style
guides and toolkits
toinform
communications

Manufacturing

Follow through with
commitments for
time off the line
to engage in DE&I

Roll out DE&I
foundations
training for allin
manufacturing

Continue network
engagement on
plants
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Recommendation for all lifecycle processes
to be aligned under culture transformation

Employee lifecycle

Attraction

Audit trail strategy
documents for early
careers plans

Consider diversity
in authentic, candid
imagery

Set ambitious DE&
KPIs for recruitment
partners

Implement
recommendations in
recruitment briefs

Recruitment

Support and
accountability is
needed to continue
transformation,
particularly
for process and
culture change that
require significant
investment for
meaningful action

Formalise
recruitment reporting
currently under
revision and roll out
across teams

Onboarding

Formalise onboarding
documentation

Provide training, tools
and resources to
support managers

Collect feedback
from new hires to
monitor onboarding
process
improvements
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Training and
development

Expand DE&I
training suite

Enhance training
evaluation
mechanisms to
monitor progress

Expand DE&I training
to manufacturing

Talent and
performance

Create quidance for
more structured
processes where

employees require

adjustments

Create talk sheets
and one-pagers to
support managers

Roll out inclusive and
empathetic
leadership training
for all managers

Define methodology
for measuring equity
in performance

Rewards and
benefits

Qualify pay decisions
against performance
objectives

Roll out conscious
inclusion training to
mitigate bias on
reward decisions

Monitor
representation
across new
recognition schemes

Tighten up
parameters for
recognition and
formalise peer
review process

Exit

Create clear
offboarding
procedure that
prioritises the

employee experience

Collect data that
informs the
continuous

improvement of

the employee
experience overall

Tie exit data
to broader
engagement data
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Recommendations actioned since the first
DE&I Review in 2021

Align the DE&I o
strategy with the Increase capacity in
overall business the HR or DE&I team

strategy

Set up cross-functional, cross- R it t- Imol t
- - ecruitment - Implemen
(ijr?\:glov%rrigr]mltcinwgggir;?ognr?mugljilor I‘.’la?ke new position§ objective criteria, scoring
9 visible to everyone in guidelines and competency-
processes

based interviews
2021

O

the organisation

Have visible active

Share just-in-
time guideson
Review the criteria used O_ |dent.|fy|ng aqd
leadership from the top, to recruit at management Train managers to give Enable direct Train managers tackl‘lng blgsm
outlining a clear plan for level, to focus sufficiently developmental reports to give to reduce bias in the interview
how the processes and oninterpersonal as well feedbackand providea feedback to their performance process
culture will change as technical skills development plan managers reviews
Show humility and d) &) (5
remorse for any
failings to date,
allowing a line to be

drawn and JLR to
move forward
together; encourage _O
people to listen,

Onboarding - Mention the value of
Show empathy to those who feel Recruitment - Use the applicant tracking DE&Ito JL.Rin onb.oarding_
el B e
whilst keeping part oftheir"banter"cultpre the Speak Up process and who to ask 9 di§crimination S gIve Peop
ineTiahEls through the transformation for more information
accountable for é)
their actions

the culture
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Recommendations actioned since the first

DE&I| Review in 2021

Training & Development - Raise the profile of the 'inclusion’
network to engage everyone, including White men and
associate employees who may feel excluded from initiatives
to support minority groups; develop and strengthen the new
Allies campaign referenced in the DE&I strategy

2021

Revise approach to
inclusion index to
show demographic
breakdown

®

Networks -
Revisit

Integrate DE&I
research into core
Pulse survey

®

Training & Development - Extend
leadership development to middle
managers to engage them with desired
behaviours and their potential impact on
business performance

Create
Develop centralised DE&
comprehensive dashboard built
employee around core set
listening strategy of KPIs

governance

structure and
how this is

communicated

Networks -
Align network
strategies to DE&I
central team
strategy to amplify
impact

®

Recruitment -

Implement objective

criteriaand
evidence-based
decision-making

O
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® e

Recruitment - Build
Creators’ Code into
process and job
descriptions

O

Talent & Performance - Take a continuous approach to
performance management; remove formal ratings and reviews,
and instead train people managers to coach and develop their
teams on a daily basis; move from individual to team bonuses to
reward collaboration and teamwork

Prioritise

development of

competency

framework that
relates directly to
Creators’ Code

®

Reward & Benefit -
Build Creators’ Code

into recognition
scheme

O

Publish maternity and
parental leave benefits
so prospective employees
can make aninformed
choice

®

Talent & Performance -

Create objective criteria

for performance ratings

that map onto Creators’
Code

O

Decide DE&I data
to collect for
each of the most
important people
decisionsand
processesand
commit to
monitoring
consistently over
several years to
identify bias and
adverse impact
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Recommendations actioned since the first
DE&I Review in 2021

Prompt empathetic conversations
to ensure managers understand
theirrole in employees’
development

Talent & Performance - Remove
talent ratings and put Creators’
Conversationsin place to improve
continuous performance.

Culture & Engagement -
Development of Refocus 2.0 to
embed inclusion as a core pillar for
business success

Conduct a holistic review of the
talent management process with
emphasis on talent progression

Training & Development -
Roll out the Modern Leadership
Programme to improve
inclusive behaviours

© Ipsos | Diversity, Equity & Inclusion Review | October 2024 | Version 1] Strictly Confidential 15

Data - Transform the data
infrastructure to make data more
accessible and insight derived

Policies & Procedures - Make
progressive movement in Family
Friendly policies and improve the

Dignity at Work policy.

Networks -
Development of
#WeAreJLR to build
trust and collaboration
between employee led
networks(ESG's).
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FOR MORE INSIGHTS:

www.ipsoskarianandbox.com

linkedin.com/ipsoskarianandbox
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