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About this report

JLR continues at pace on its DE&I

journey with expansion of activity

and demonstrable progress across
the employee lifecycle

The DE&I team has expanded in capacity and expertise and
continues to show a clear commitment to diversity and inclusion,
supported by a business embracing meaningful change.
Conversations with stakeholders and employees demonstrate
that there has been progress in awareness and understanding of
the importance of DE&I priorities, and there is evidence of
individual accountability for the change.

The last review highlighted addressing barriers to diversity and
inclusion, across the recruitment and onboarding lifecycle, as a
priority. As a result, this has been the area of focus this year,
and this review includes a deep-dive exploration of progress with
further suggestions for improvement.

Finally, continuing to expand the scope of the DE&I strategy
globally and increasing the focus on manufacturing
environments, will drive improvements across the business and
ultimately lead to a more diverse, inclusive and psychologically
safe working environment for JLR employees across the world.

Ellie Shaw and Rhiannon Alexander

Context

* Ipsos Karian and Box has been commissioned by JLR to
conduct this third annual independent review of diversity and

inclusion within the business.

Methodology

41
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Review of policies and processes

Central documentation for policies and
procedures in the UK were reviewed for
inclusive best practice with particular
focus on those where amendments had
been made since the 2022 review.

Ipsos Karian and Box reviewed over
200 documents from across JLR’s
employee lifecycle with particular focus
on recruitment and onboarding
documents.

* The 2022 review highlighted recruitment as a priority area and,
as such, a key objective of the 2023 review has been to deep-

dive into the end-to-end recruitment and onboarding lifecycle.

Data analysis

Ipsos Karian and Box analysed
anonymised JLR UK employee data
and aggregated employee survey data
to understand the profile of the
organisation and the impact of
recruitment on representation. Data
sources included surveys, employee
data on protected characteristics and
recruitment lifecycle and attrition data.

P

Interviews

13 interviews were conducted with
recruitment practitioners within JLR
and Manpower to assess progress in
the integration of DE&I in recruitment at
JLR.

15 colleague interviews were
conducted — 8 with hiring managers
and 7 with candidates — to fully explore
the hiring experience and identify
opportunities to further implement DE&I
best practice.



Representation at JLR
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Asian / Asian British
representation within JLR has
grown from last year, while the
workforce has got slightly
younger.

There remains an under-
representation of diverse
communities when compared to
national averages, notably for
gender and disability.

JLR has a slightly lower
disclosure rate on demographic
survey questions compared with
the national census, which may
be skewing representation data.

The statistical majorities
in JLR are white, male,
straight, non-disabled,
non-religious and in their
30s.

Based on HRIS data

Gender

,

Ethnicity

Age

* Census data from 2021
T e.g. Non-binary

JLR  wvs.

2023 2022 UK*
Men m380% -1 m49%
Women m20% +1 51%

JLR  wvs.

2023 2022 UK*
Asian or m15% +4 m 9%
Asian British
White m79% -5 82%
Black or m 3% +1 m4%
Black British
Mixed 3% =0 m3%

JLR VS.
2023 2022

16-19 m 1% =0
20-30 = 18% +2
31-39 m 31% Al
40-49 m21% -1
50-59 24% -2
60+ = 6% Al

Based on self-select survey questions

Gender identity

,-

Disability

"

JLR Vs.
2023 2022
Men m77% -2
Women m17% -3
Use another termt  m 0% =0
Prefer not to say m 6% +5
JLR
2023  UK*
No m93% m 94%
Yes m 1% 0%
Prefer not to say m6% m6%
JLR  wvs.
2023 2022 UK*
m8% -6 m82%
No
Yes m9% +4 18%
Prefer not 7% t+4 m0%
to say

Sexual orientation

Straight/heterosexual

Bi

Gay/Lesbian

| use another term

Prefer not to say

mJLR 2023 mUK*
89%

l 1%
1%

h 1%
2%

I 1%
1%

8%
7%

Religious breakdown

No religion

Christian (all
denominations)

Hindu

Other

Prefer not to say

mJLR 2023 mUK*
I 43%
I 37%
I 6%
I 6%
B 5%

I 2%

B %

B 9%

M 9%

B 5%



JLR has made significant improvements across the

employee lifecycle in the last 12 months

Culture and
engagement

DE&I team has
grown in both size
and influence.

DE&I Strategy is
being updated with
tangible actions.

Refocus 2.0 has
embedded inclusion
as a core pillar for
business success.

Creation of Global
DE&I Summit and
Embrace the
Impossible
campaign
demonstrate impact
of DE&I ambition
and engagement.

Data and
monitoring

There is a wealth

of data within JLR to
measure and
monitor diversity
progress, and the
business is focused
on continuous
improvement of data
analysis.

Gender, ethnicity
and disability have
good coverage
across data
monitoring.

The inclusion index
is now measured
across diversity
demographics.

DE&I team are
currently acting

on 2022
recommendations to
review governance
structure.

DE&I team gathered
Network Leads
under #WeAreJLR
to build trust and
collaboration.

Policies and
procedures

Dignity at Work
policy shows
meaningful
improvements
based on
recommendations
from the last report.

Progressive
practice in Family
Friendly policies
continues including
new pregnancy
loss procedure.

Flexible working
procedure is
inclusive and
positive in language
and tone.

Training and
development

DE&I Foundations
training is well
designed to
educate, raise
awareness and
change behaviours.

Progress is being
made to design and
launch a global e-
learning
programme.

A modern leader
programme is being
rolled out for
inclusive
behaviours.

Rewards and
benefits

Transformation
programmes are
due to modernise
how JLR rewards
employees.

The bonus
allocation process is
foregrounded in
unity and
succeeding
together.

Remuneration and
bonus allocation are
linked to business
performance.

Talent and
performance

Talent ratings have
been removed and
replaced with
Creators’ and
Aspiration
Conversations to
help individuals
perform at their
best.

Personal objectives
are aligned to

business objectives
for shared ambition.

Exit

The offboarding
checklist and
retirement process
provide a clear step-
by-step process
from a logistical and
legal perspective.



For the next phase in DE&I maturity, recommendations
are made for each stage of the lifecycle

Culture and

engagement

Embed the DE&I
narrative, which is
core to
transformation,
strategy and the
Creators’ Code,
across all internal
documentation to
ensure consistent
messaging and
collective voice.

Data and
monitoring

Conduct a data
audit to understand
how data can be
made more
accessible and
insight derived for
People teams.

Networks

Create a change
management plan
for implementation
of the new
governance
structure to support
Networks through
change and ensure
they are set up for
success.

Continue progress
reviewing policy
suite for consistent
structure and
inclusive language
and tone.

In current
consultations for
DE&lI training
development, offer
hybrid and
interactive training
with optional mature
modules.

Conduct
remuneration equity
assessment using
cross-sectional data
to track progress,
success and
synchronicity of
talent and
performance
transformation.

Ensure managers
understand their
role in employees’
development
through training and
guidance, prompting
empathetic
conversations and
equitable
opportunities.
Conduct a holistic
review of the talent
management
process with
particular emphasis
on progression of
diverse talent.

Create a clear
offboarding
procedure that
prioritises the
employee
experience and use
data to produce
insight led reporting
to inform the
continuous
improvement of the
employee
experience at JLR.



Deep-dive of recruitment process shows meaningful
progress across touchpoints in last 12 months

Strengths

Meaningful progress this year with the addition of inclusion
guidance and behavioural interview framework, as per the
2022 recommendations.

Clear guidance around equity and inclusion with a section
dedicated to unbiased recruitment and interviewing
neurodivergent candidates in some documentation.

Clear progress integrating the Creators’ Code and best
practice guidance in interview packs. Behavioural
interview framework maps onto business behaviours with
an associated question bank.

Inclusive hiring and unconscious bias training is
available to hiring managers.

Step-by-step recruitment process is clear and consistent
with documentation/People Portal supporting hiring
managers to navigate Success Factors and own the
process.

External communications are strong, particularly with the
inclusion of the Creators’ Code, Re-focus 2.0 and
#WeAreJLR.

Business transformation poses an opportunity to
attract diverse talent with a commitment to technology and
sustainability. However, ‘modern luxury’ may be

unattractive to diverse audiences from a socio-economic
perspective unless accompanied by an aligned DE&I
narrative.

Development areas

Process documentation is split across People Portal,
Knowledge Base and Success Factors, making process
flow difficult to navigate and potentially limiting usability for
hiring managers.

Consider updating all documentation to reflect the new
DE&I Strategy, Creators’ Code and business strategy in
language, tone and narrative around DE&I.

Aside from the application itself, consideration for
reasonable adjustments is limited throughout the process,
creating a barrier for disabled applicants.

Job ad and job description guidance lacks specificity and
consideration for all inclusion criteria, e.g. in requiring
degrees, industry experience and culture fit.

Motivational interview questions lack objectivity and may
introduce bias.

Onboarding process consistently cited as a less positive
experience by candidates and there could be better
consideration for reasonable adjustments.

Create an updated recruitment process map that can be
accessed in one place. Integrate DE&I best practice
guidance at each stage reflecting the inclusion narrative of
the DE&I strategy, Creators’ Code and business strategy.

Create guidance with clear parameters for job adverts and
descriptions. Build in inclusive best practice guidance and
template structure to ensure consistency when used by
hiring managers and recruitment partners.

Consider introducing a ‘license to hire’ so hiring managers
are truly mandated to complete inclusion training prior to
recruiting. Ensure the training is hybrid, including interactive
workshops to embed learning and allow for practice with
experts.

Reimagine the application process to limit opportunity for
bias through application forms and removal of cover letters.

Update interview packs using an a-e scoring system with
positive and negative indicators and re-consider the use of
motivational questions. This will further ensure objectivity
and evidence-based hiring decisions.

Conduct research into JLR’s employer brand vs. competitor
employers to better understand how to attract diverse talent.

N.B. Assume for experienced hire process, unless specified



Gender balance in JLR is rising, driven by more
gender balanced recruitment

What you should know

Women are joining JLR in
the past year at a faster rate
than the Oct 22 headcount,
resulting in a 1pt year-on-
year increase in the
population since then, which
is in line with previous
years’ change. One in five
employees are now women.

This change driven by
recruitment is consistent
across every grade and
within early careers, with the
largest differences seen in
LL4+

and LL5.

Across functions this
change is also consistent,
with the lowest female %
functions, Product
Engineering and Industrial
Operations, seeing a 5pt
and 8pt higher hiring rate
respectively.

Women'’s attrition is above current
representation, but women joining is
higher still, leading to a 1pt increase in
the female workforce

% women:
+1pt this year
(c.1000 additional

women in
headcount)

28%

_ LL4+ LL5 LL6
% Headcount % Hires women % Headcount Total hires
women Oct 22 women Sep 23 31 49 367

It’s also consistent in all functions, with industrial operations in particular hiring
at almost twice the Oct 22 gender balance

Product Industrial Vehicle Creative Enterprise Commercial Strategy &
Engineering Operations Programmes Performance & Sustainability
Quality

This higher rate of hiring women is consistent across all grades, except for
apprentices, and highest at senior leadership

% Hires Women  ®% Headcount Women (oct 22)

A-D Graduates

28% Y

Apprentices Hourly

3370 358 139 1917

% Hires Women m % Headcount Women (oct 22)

39% EIEL) 62% 65% 73% B4
Finance Legal & Human Corporate
Compliance Resources Affairs

Data on this page sourced from JLR HR System
and is global data, excluding agencies



Recruitment process favours women, counterbalancing

the male-dominated application pool

What you should know Proportion of applicants passing each recruitment stage by gender

Women are slightly less likely
than men (34% vs. 38%) to

pass hiring manager (HM) 17% of
reviews, '”d!Cat!”g sorke applications Women are more likely to progress through
amount of bias in the screening are women

application stages, though only 17% of applicants are

rocess.
P women, lower than the current JLR gender balance

The assessment and offer
stages of the recruitment
process are driving the increase

in female employees. Women
are 15pts more likely than men
to pass the assessment and,
once passed, 6pts more likely
to receive an offer.
94% | 94% 42% | 57% 53%  59% 91%  95%

Screening HM Review Assessment Offer made

8 %s are the % of candidates from the previous stage who passed that stage

Offer accepted

28% of

hires are
women

94% 95% 6%  77%

Onboarding Hired

m Male mFemale

Data on this page sourced from JLR application data
and is global data (Excluding LL5+ & early careers)



Over four in ten hires in the last 12 months are

ethnically diverse,

The rate at which JLR have hired ethnically
diverse is 2.5x (27pts) higher than the Oct
‘22 headcount

% ethnically diverse:
+4pts this year
(c.1750 additional ethnically
diverse in headcount)

6%
14% 22% [eRA)
L4+ LL5
% Headcount ethnically % Hires ethnically % Headcount ethnically Total hires
diverse Oct 22 diverse diverse Sep 23 22 32

It’s also consistent across all functions with Product Engineering and Enterprise
Performance and Quality seeing over half of hires ethnically diverse

Commercial

Industrial
Operations

Vehicle
Programmes

Human Resources

Creative

Corporate Affairs

9 Ethnically diverse refers to Black, Asian and Mixed Ethnicities

LL6

293

Product
Engineering

leading to 4%pt rise overall

This higher rate of hiring ethnically diverse is consistent across all grades with
LL4+, LL5 and A-D hiring at more than double their Oct ‘22 headcount

% Hires ethnically diverse  m% Headcount ethnically diverse (oct 22)

50% 56% [eiel) 44% [PV 17% 13%
Graduates Apprentices Hourly
2573 339 139 449

% Hires ethnically diverse m 9% Headcount ethnically diverse (oct 22)

Strategy & Legal & Enterprise Finance
Sustainability Compliance Performance &
Quality

Data on this page sourced from JLR HR System
and is UK only data, excluding agencies



Focus on inclusive hiring process particularly the
assessment and interview

What you should know

At the start of the recruitment
pipeline, there are more than
twice as many ethnically
diverse applicants as White
applicants.

These applicants are less likely
to progress through hiring
manager review, assessment
and offer. By the time offers are
made, White applicants
outnumber ethnically diverse
applicants.

Overall, White applicants are 3x
more likely to be hired than
ethnically diverse.

10

Proportion of applicants passing each recruitment stage by ethnicity
Data shown is applicants from within the UK only

There are more than 2x

At offer stage, there are

as many ethnically diverse more white applicants

applicants than White

91%

HM Review

left than ethnically
diverse

I
|
|
|
|
v

Assessment Offer

Screening

%s are the % of candidates from the previous stage who passed that stage

m White mEthnically diverse

White applicants are

3x more likely to be

hired than ethnically
diverse

This is 5x more likely
for LL5/6 positions

Onboarding Hired

Data on this page sourced from JLR application data and only includes
applications from within the UK (Excluding LL5+ & early careers)



Thank you

For more insights:

@ www.ipsoskarianandbox.com

m linkedin.com/ipsoskarianandbox ) KARIAN:BOX
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