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INTRODUCTION 

2020 will be remembered for the COVID-19 pandemic, 
which has devastated lives, caused a global healthcare 
crisis and disrupted economies and businesses worldwide. 
Throughout these challenging times, the health, wellbeing 
and safety of all our people and partners has remained 
our utmost priority. We responded responsibly and 
effectively to the disruption caused by COVID-19. Our 
people have displayed resilience and energy in dealing 
with such unprecedented adversity, adapting quickly to 
new ways of working, whether remotely or at one of our 
sites under strict safety measures to support business-
critical operations. 

As communities and businesses worldwide begin to recover, at Jaguar Land Rover, we too 
are entering a new chapter with the launch of our Reimagine strategy. Our new vision will 
see us reimagine the future of modern luxury by design through our two, distinct British 
brands. Set against a canvas of true sustainability, Reimagine is designed to create a new 
benchmark in environmental, societal and community impact for a luxury business. All 
Jaguar and Land Rover models will be available in pure electric form by the end of the 
decade, marking the start of our journey to become a net zero carbon business across our 
supply chain, products and operations by 2039.

The diversity of our workforce will be a key enabler to achieving this bold vision. We are 
committed to recruiting more women into our business to develop, grow and succeed at 
Jaguar Land Rover. Diversity and inclusion will be a key part of our business transformation 
and we are determined to achieve much more in this space. People are the heart of 
our business and we are committed to fostering a diverse, inclusive culture that is 
representative of our global customers and the societies in which we live.

We welcome the decrease in the gender pay gap at Jaguar Land Rover; however, we 
recognise that the gap is impacted by the beginning of the pandemic when all of our 
manufacturing sites were temporarily closed. We therefore know we have more to do to 
continue to drive the change in the pay gap.

I declare the contents of this report to be accurate.

Thierry Bolloré
Chief Executive Officer
Jaguar Land Rover
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WHAT IS THE GENDER PAY GAP? 

WHAT IS THE GENDER PAY GAP?

The gender pay gap is a measure of the percentage difference in the average hourly pay 
or bonus of men and women working for Jaguar Land Rover. This is regardless of their 
role in the organisation, length of service and any other differentiating factor.

GENDER PAY IS NOT EQUAL PAY

It is important not to confuse the gender pay gap figures with an equal pay comparison. 
Equal pay is a direct comparison of two or more employees doing the same  
or comparable work. Equal pay is not covered in this report.

HOW ARE THE MEDIAN AND MEAN PAY GAPS CALCULATED?

The mean gender pay gap is a calculation of the average hourly pay or bonus of men  
in our organisation versus the average hourly pay or bonus of women, including all 
relevant additional payments and regardless of what they do in our organisation.

The median pay and bonus gap is the difference between the pay or bonus of the middle 
female employee and the pay or bonus of the middle male employee when male  
and female employees are listed in order of pay or bonus.

HOW WE CALCULATE THE MEAN DIFFERENCE

NUMBER OF WOMEN = MEAN FEMALE
AVERAGE PAY

MEAN MALE
AVERAGE PAY

THE DIFFERENCE IS THE  
MEAN HOURLY PAY GAP

TOTAL HOURLY PAY NUMBER OF MEN =

HOW WE CALCULATE THE MEDIAN DIFFERENCE

LOWEST MALE 
HOURLY PAY

HIGHEST MALE 
HOURLY PAY

THE DIFFERENCE IS THE  
MEDIAN HOURLY PAY GAP

LOWEST FEMALE 
HOURLY PAY

HIGHEST FEMALE 
HOURLY PAY

HOW WE CALCULATE THE MEAN DIFFERENCE

£

TOTAL HOURLY PAY£
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PAY

Ordinary pay includes base pay, paid leave, shift pay, 
supplements and allowances. An employee’s hourly pay 
rate is calculated on their post-salary sacrifice pay in line 
with the regulations. The gender pay figures are based on 
full-pay-relevant employees only – these are employees 
who were employed on the snapshot date and were 
being paid at their full rate of pay. UK employees who
are on an international assignment are included  
in the calculations.*

BONUS PAY

Under the regulations, bonus pay refers to remuneration 
in the form of money, vouchers or securities that relate 
to profit sharing, productivity, performance, incentive  
or commission.

EXCLUDED PAYMENTS

At Jaguar Land Rover, a holiday payment of £410 was 
paid in June 2019 to some employees. Also, a one-off 
lump sum of £1000 was paid to all eligible employees  
in November 2019 as part of a pay settlement.

We concluded that these payments did not fulfil the 
definition of bonus under the regulations and they  
were not included in the ordinary pay calculations  
as the payments were not made in April 2020.

HOW WE MEASURE THE GAP 

All pay calculations are based on the relevant pay period that includes 5 April 2020, and bonuses from the previous 12 months. The data is for all UK-based Jaguar Land Rover relevant 
employees and those working overseas on a UK contract. This does not include employees on reduced or nil pay, such as those on long-term sick leave, special leave, those employed  
by an agency, personally contracted or inbound assignees. Employees on maternity leave have been included as they receive full pay. All furloughed employees at Jaguar Land Rover were paid 
100% base pay during April 2020 and therefore are included in the calculations.

*Certain employees are paid for one less hour a week than they work and accumulate the additional hour throughout the year, which can be converted into holiday, cash or paid into  
a lifestyle account at a specific point in the year. For the purpose of the ordinary pay calculations, the hourly rate has been calculated based on the hours paid for. Any hours cashed out  
have not been included as they are not cashed out on the snapshot date.
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WHAT WE HAVE DONE SO FAR

NET WORKING FOR SUCCESS  

A key part of our strategy is to continue to engage employees to help accelerate our progress,  
and our employee networks are pivotal to this.  

WOMEN IN ENGINEERING AND ALLIES   

Women in Engineering and Allies membership has continued to grow steadily and in March 2020 the network 
held its annual conference. During this conference the network kicked off its Allies Campaign which has focused 
on starting the conversation of what it is like to be an ally and how to support women at work. It plans to 
continue to roll out this training and raise awareness of this important inclusive behaviour.   

The mentoring scheme continued to run throughout 2019/2020, supporting both mentor and mentees  
in conversations around work, career satisfaction and personal development.   

The WIE&A network has also continued to run regular networking lunches and was able to switch to doing this 
virtually as the pandemic started.  

GENDER EQUALIT Y NET WORK   

The Gender Equality Network (GEN) continued to grow its network members during the last year, expanding 
across sites and functions in Jaguar Land Rover.

The network remained focused on creating role models for employees, by hosting regular interviews with senior 
women across the business. The GEN network has also continued to run events and share communications 
aimed at engaging employees with issues related to gender and diversity more widely.  
 
INSIDE INFLUENCE 

Ensuring we represent the diversity of our customer base in our products and customer experiences is another 
key way we seek to change perceptions of the industry and encourage more women to consider us as an 
employer. Our Global Customer Insights team ensures we recruit significantly more female customers and 
consumers to participate in our market research than our current market shares would dictate. This means the 
voice of women is heard and influences product creation, customer experience development, brand positioning 
and communications.
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WHAT WE HAVE DONE SO FAR

We are currently supporting women in our workplace and encouraging more future female talent into the automotive industry.

WORKING ENVIRONMENT AND 
SUPPORTING POLICIES 

We offer a variety of flexible working 
arrangements to all our employees, 
with particular focus on those who have 
childcare commitments. The COVID-19 
pandemic has further accelerated our 
thinking and behaviour in this space.   
As we review our learning from this 
period we will seek to embed and adapt 
this mindset. We are already testing a 
range of flexible working pilots to ensure 
we are able to continue working in a 
flexible and agile way where possible. 

INSPIRING YOUNG WOMEN TO
PURSUE AUTOMOTIVE CAREERS 

We know from a report by UK 
Engineering that only 12.37% of all 
engineers are women in the UK and 
that only 25.4% of females aged 16-18 
would consider a career in engineering 
compared to 51.9% of males. Therefore 
our school education programmes 
aim to increase engagement in STEM 
(science, technology, engineering and 
maths) subjects to all students, as well 
as introducing successful female role 
models to girls as young as seven to 
increase their interest in engineering. We 
do this through a number of innovative 
and engaging activities, including 
student visits to our sites, mentoring 
activities, career immersion and work 
experience programmes.

WOMEN IN ENGINEERING - 
FURTHERING FUTURES 

Jaguar Land Rover’s Furthering Futures 
course is one programme that forms 
part of our overall work experience 
offering for all, and is a week-long 
career immersion programme 
specifically designed to encourage 
more young female STEM talent to 
consider engineering careers. During 
2019, 111 female students aged 
15-18 participated in this week-long 
programme across all of our sites.  
Eligible students who participated 
in this programme were encouraged 
to apply for available apprenticeship 
opportunities as part of the programme.  

We will be launching virtual programmes 
this year to ensure we can continue to 
engage with young talent, encouraging 
them to consider a career in engineering. 
As in previous years a number of these 
programmes will be aimed at females.

WOMEN IN ENGINEERING
SPONSORSHIP SCHEME 

This is an undergraduate placement 
scheme aimed specifically at females 
studying engineering at university. It 
offers three-, six- and fifteen-month paid 
placements and the students join us 
every summer until they graduate. Based 
on placement performance, the aim is 
to convert each individual to a graduate 
hire. They are also provided with a Jaguar 
Land Rover female engineering mentor. 
During 2019/20, 13 females joined us on 
this programme.
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WHAT WE HAVE DONE SO FAR

CAREER PROGRESSION AND SKILL DEVELOPMENT 

Over the last six years, we have partnered with The Pipeline, an organisation that delivers executive leadership development programmes designed for senior females in business.  
Since 2015, 11 employees have attended the ‘Top Flight’ programme and 57 employees have attended the ‘Leadership Summit’ programme. Both programmes offer learning from  
world-class business leaders and contributors. 

LEADERSHIP DEVELOPMENT 

For our Manufacturing employees, we run an ‘Emerging Leaders’ programme aimed at identifying and developing high potential talent early in the pipeline. Since its inception in 2011,  
20 females have completed this programme and progressed into different or more senior roles as a result.  

In March 2020, we held our first female senior leader event, bringing together our most senior female leaders from across the business to network and share experiences; contribute  
to the development of our female leadership strategy; and explore what support we might provide to enable females in Jaguar Land Rover to flourish and reach their full potential.  

To support those returning to work after periods of absence during the COVID-19 pandemic, and maternity returners, we developed a ‘Build Work Confidence’ virtual programme aimed 
at helping those employees reintegrate into the business. 
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OUR RESULTS -  KEY HIGHLIGHTS

SHIFT PAY

Employees working in production and engineering roles 
attract a shift premium due to the working pattern.  
In April 2020, the number of employees receiving shift 
pay reduced due to the COVID-19 pandemic. This has 
resulted in a 74% reduction in shift pay during April 
2020 compared to April 2019. As the majority of the 
employees in these roles are male, this has contributed 
to reduction in the pay gap.

FURLOUGH

During April 2020, a large number of the Jaguar  
Land Rover UK population were on furlough due to the 
COVID-19 pandemic. A decision was made that all of 
these employees would receive 100% of their base pay 
during this time. As such, these employees are included 
in the gender pay gap calculations.  

GENDER REPRESENTATION 

Whilst our pay gap for 2020 is impacted by the 
start of the COVID-19 pandemic, our overall gender 
representation is reflective of the industry as there are  
more men in engineering and design functions, as well as 
in senior roles within the business which typically attract 
higher rates of pay. Our representation of gender has 
remained stable from 2019 to 2020 at 12.7% female.

Our mean pay gap has decreased from 5% in April 2019 to -1.4% 
in April 2020. Our median pay gap has also decreased from 4.1% in 
April 2019 to -8.3% in April 2020.

It is still evident there is a higher ratio of males in manufacturing and 
senior management roles which is reflective of the manufacturing 
industry. Our long-term commitment is to develop and nurture our 
employees so that, over time, we can boost the pipeline of female 
talent and address the gender balance in these roles.

-8.3%-1.4%

MEAN PAY GAP

The mean pay gap tells us 
the difference in the average 
hourly pay rate for male and 
female employees.

MEDIAN PAY GAP 

The median pay gap is the difference 
in the hourly pay rate between the 
pay of the middle female employee 
and the pay of the middle male 
employee when male and female 
employees are listed in order  
of hourly pay rate.

There are a number of key factors that have contributed to the reduction in the pay gap.
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OUR RESULTS -  KEY HIGHLIGHTS

QUARTILES 

The data below shows the proportion of men to women in each pay quartile of the 
organisation. All relevant employees are ranked from the lowest rate of hourly pay to 
the highest, then the list is split into four equal quartiles and the percentage of male 
and female employees in each quartile is calculated.

Since our 2019 report, the percentage of women in the upper and upper-
middle quartiles has increased by 2.2% and 7.2% respectively. Overall, the 
percentage of women in the company has remained the same in April 2020 
at 12.7%. This change is due to the decrease in shift pay during April 2020.

Q1
LOWER PAY QUARTILE

87.5%
12.5%

Q3
UPPER-MIDDLE PAY 
QUARTILE

84.1%
15.9%

Q2
LOWER-MIDDLE 
PAY QUARTILE

92.8%
7.2%

Q4
UPPER PAY QUARTILE

84.8%
15.2%
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OUR RESULTS -  BONUS DETAILS 

This calculation shows the proportion of 
women who received a bonus compared to the 
total population of our female workforce, and 
the proportion of men that received a bonus 
compared to the total population of our male 
workforce.

Our largest population of employees is our 
manufacturing workforce, who do not participate 
in the bonus schemes: 96% of this group is 
male. The number of women is more evenly 
split across the levels of the organisation 
outside manufacturing, which explains why a 
higher percentage of women received a bonus 
compared to men.

Our mean bonus gap has decreased from 34.3% in April 2019 to 
25.8% in April 2020. Our median has also decreased from 16.7% 
in April 2019 to 7.9% in April 2020.

Variable reward elements paid out lower in the reporting period 
than previous years and, as this impacts those in higher-paid roles, 
more males received lower reward payments than females.  
This contributed to the decrease in the bonus gap.

The proportion of women eligible for bonus has increased by  
6.4% and the percentage of eligible men has increased by 1.5%. 

25.8% 7.9%

MEAN BONUS GAP

The mean bonus gap tells us the 
difference in the average bonus 
payment for male and female 
employees.

MEDIAN BONUS GAP 

The median bonus gap is the 
difference in the bonus pay 
between the middle female 
employee and the bonus pay of the 
middle male employee when male 
and female employees are listed in 
order of bonus payment.

62.0% 35.4%
of men received a bonus of women received a bonus 
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OUR COMMITMENT TO THE FUTURE 
NEXT STEPS

OUR VISION:

Our vision is to  be an organisation that meets the aspirations of an increasingly diverse 
customer base through diversity in the workplace and an inclusive culture where our 
people can be their authentic selves.

Our strategy to deliver the vision centres around three core commitments:

Foster a culture of belonging, inclusion and respect for all 
 » By educating, communicating and measuring behaviours, we will have a culture 

where all of our people feel they belong.

Drive progressive policies, benefits and support 
 » By reviewing practices and policies, removing barriers, and setting progressive targets, 

we will attract, retain and develop the best talent.

Engage our employees to deliver the plan 
 » By collaborating with the employee networks, and recognising their value,  

we will harness the power of an engaged workforce to accelerate our progress  
on diversity and inclusion.
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