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INTRODUCTION 

During 2021 we continued to feel the global impact of the Covid-19 pandemic, 
resulting in ongoing challenges and disruption to societies, economies and supply 
chains. Ways of doing business have fundamentally changed. As we collectively 
explore and embrace these new ways of working, we are simultaneously reimagining 
the next chapter for our business and for the two unique brands: Jaguar and  
Land Rover. Two brands connected by the elements of quality and sustainability  
that underpin our future of modern luxury by design. 

We are accelerating our journey of electrification and simplification, and our vision 
of unique personal experiences and positive societal impact. Proudly powered by 
our people, Jaguar Land Rover will become a more agile creator of the world’s most 
desirable luxury vehicles and services for the most discerning of customers.

Success depends on a genuine commitment to nurturing and sustaining a diverse, 
inclusive and welcoming environment in which all our people can thrive. One that is 
representative of the society in which we live; in which every one of our people can be 
their authentic self at work and grow to their full potential. We cannot underestimate 
the real benefit that diversity and inclusion will bring in helping us to better understand 
and serve our customers, to fuel our innovation and to engage and inspire our 
people. The Board of Directors and I are passionate about fostering this change – and 
empowering our people to challenge us and drive improvements that mean the most 
to them.

It is a very encouraging sign of progress that grassroots action on diversity and 
inclusion has significantly increased in the last year, with more active employee-led 
networks than ever before. I truly believe that our collective performance will be 
stronger, and our shared success greater, in an environment where all our people 
can celebrate their individualism and experience a genuine sense of belonging and 
common purpose, as part of one united team.

Last year we recognised that our lower gender pay gap was influenced by the 
pandemic. In 2021 we can see that, while the gap has increased as expected, it 
remains lower than pre-pandemic levels from 2019 and earlier. This is a welcome 
trend, but we recognise that we still have more to do to close the gap in the future.

I declare the contents of this report to be accurate. 

Thierry Bolloré
Chief Executive Officer
Jaguar Land Rover
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TOTAL HOURLY PAY

NUMBER OF MEN MEAN MALE AVERAGE PAYTOTAL HOURLY PAY

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.

THE DIFFERENCE IS THE MEDIAN HOURLY PAY GAP

HOW WE CALCULATE THE MEDIAN DIFFERENCE

LOWEST FEMALE HOURLY PAY HIGHEST FEMALE HOURLY PAY

LOWEST MALE HOURLY PAY HIGHEST MALE 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 £420 was paid in 
June 2020 to some employees.

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 2021.

HOW WE MEASURE THE GAP 

*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.

All pay calculations are based on the relevant 
pay period that includes 5 April 2021, 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.
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WHAT WE HAVE DONE SO FAR

EMPLOYEE-LED NET WORKS 

We are very proud of our employee-led diversity and inclusion networks, which are supported by 
champions from the Board and the Senior Leadership Team. These networks are run by colleagues for 
colleagues. They offer a platform for people to share their ideas and experiences and support one another, 
as well as learn, network and influence others.

‘WE ARE JAGUAR LAND ROVER’ acts as the network of networks to align our drive for diversity and 
inclusion, ensuring our networks are able to support each other and share best practice. Membership of 
our employee networks has grown by 20% in 2021.

Two of our networks have a particular focus on progressing gender equality – Gender Equality Network 
(GEN) and Women in Engineering & Allies (WIE&A).

WOMEN IN ENGINEERING AND ALLIES 

This network aims to promote and facilitate a gender inclusive environment within engineering such that 
everyone can have equally enjoyable careers.

Key achievements this year:
» Ran career progression focus groups with over 140 female engineers to understand more about

their experiences of working at Jaguar Land Rover. The feedback was shared with the Engineering
Leadership Team and working groups have been set up to work on the key themes.

» Held two conferences discussing topics such as allyship and resilience.
» Members of the network attended the Women in Automotive summit as part of their learning and

development.
» 10 Networking lunches – covering a variety of topics, including one on Microaggressions in conjunction

with the Shine Network, Endometriosis and Imposter Syndrome.

GENDER EQUALIT Y NET WORK 

This network aims to champion and celebrate gender equality and diversity across Jaguar Land Rover.

Key achievements this year:
» Launched various workshops covering personal brand, mentoring, growth planning, mental health, self-

motivation and more.
» Ran 8 menopause awareness events including medical experts, personal stories and a specialist event

‘In Conversation with Gabby Logan’.
» Held 9 Senior Leadership Panels allowing people across the business to hear more about their careers

and personal journeys, including a Product Engineering Female Panel.
» Increased the number of network members by approximately 400 people.
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WHAT WE HAVE DONE SO FAR

FEMALE REPRESENTATION 

For the first time we have recently introduced gender targets to focus our attention on 
increasing representation of females in our business. By 2026 our aim is: 

» Globally, at least 30% of all senior leadership positions held by females - we will aim to 
mirror this representation at all levels of our business.

Why are we introducing gender leadership targets?  

This is not about hiring people just because they have a certain characteristic. This is about 
recognising that women are underrepresented in our business, particularly at senior levels, 
and that we do not represent the diversity of society. We know we can do more to attract 
a broader diversity of talent to our business, to develop the amazing talent we already have 
and ensure that all our people want to stay, grow and reach their potential. 

Gender targets will help us keep an eye on our progress and measure whether our approach 
is working in these two areas. 

We have also introduced other targets to measure our progress on diversity and inclusion 
overall including ethnicity leadership targets, and an Inclusion Index. Launching our 
Diversity and Inclusion strategy internally and externally, driving openness, transparency 
and accountability in order to make further progression on the gender pay gap. We have 
also launched two mandatory diversity and inclusion e-Learning modules: Introduction to 
Diversity and Inclusion; Understanding Bullying and Harassment in order to better the culture 
within Jaguar Land Rover.
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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.

DATA COLLECTION 
AND MEASURING

The number of females in senior 
leadership positions has increased in 
the last year and is on track for our 
target.

The split of male to female 
employees has increased in favour 
of women in the last year. 

Data is much more closely analysed 
to understand comparisons in 
multiple areas, promotions, external 
hires, performance ratings and 
splits by function as well as grade. 
This enables Jaguar Land Rover 
to action plan and continue to see 
improvements. 

INSPIRING YOUNG WOMEN 
TO PURSUE AUTOMOTIVE 
CAREERS 

We ran two virtual work experience 
programmes, one of which was an 
Insight into Engineering Careers for 
females. 

55 students aged 15 – 17 joined 
us for 2 weeks of careers insight 
working on a project-based activity 
which was supported by mentors 
from across the business. Students 
were able to access workshops to 
develop essential employability 
skills and careers awareness 
through networking sessions with 
our Graduate and Apprentice 
ambassadors and senior female 
leaders from across the business. 
Students as well as their parents 
and teachers were invited to attend 
a webinar with a hosted Q&A 
session to learn more about the 
career pathways available to them 
and how our recruitment processes 
work. 

EARLY CAREERS 
ENGAGEMENT

We have partnered with Springpod, 
a career platform that enables 
young people to explore different 
pathways and opportunities open 
to them following education. 
This platform enables us to 
run multiple events to inspire 
and attract females and other 
underrepresented groups to apply to 
our Early Careers programmes. 

Jaguar Land Rover took part in 
Early Careers events focused on 
attracting females into Technology 
and Engineering Careers. 

Working with the WIE&A network 
to run multiple, personalised events 
with universities e.g. UOB, Bath, 
Queen Mary (London), and Coventry 
University.

EMPLOYER BRAND 
AND ATTRACTION

During 2021 we focused on growing 
our ‘Life at JLR’ social media 
channels spanning Instagram, 
LinkedIn, Twitter and Facebook 
ensuring we have content that 
represents our workforce.

We have also specifically celebrated 
International Women’s Day; 
International Women in Engineering 
Day; Ada Lovelace Day – celebrating 
women and girls in STEM and This is 
Engineering Day.

2021 has seen a large increase in 
visitors to the Jaguar Land Rover 
career site compared to 2020. 
During this time, we have also seen 
an increase in the percentage of 
females visiting the site. 
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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 2021, the number of employees 
receiving shift pay increased to be more relative 
to prepandemic levels, with 4 times as many 
employees paid shift pay in April 2021 compared 
to April 2020. As the majority of the employees in 
these roles are male, this has contributed to the 
increase in the pay gap, where it has returned to be 
closer to the 2019 figures.

GENDER REPRESENTATION 

Our overall gender representation remains 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 increased 
slightly from 12.7% female in April 2020 to 13.0% 
female in April 2021.

Our mean pay gap has increased from -1.4% in April 2020 to 3.6% in April 2021. Our median pay gap has also increased from -8.3% in April 2020 to 2.1% in April 2021. However the 2021 pay 
gap is lower than the 2019 mean of 5.0% and median of 4.1%.

Female representation remains limited in manufacturing and senior management roles which is reflective of the manufacturing industry. Our long-term commitment is to boost the pipeline of 
female talent to increase female representation in leadership roles.

There are a number of key factors that have contributed to the change in the pay gap.

3.6%
MEAN PAY GAP

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

2.1%
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.
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Q1
LOWER PAY QUARTILE

16.6%

83.4%
Q3

UPPER-MIDDLE PAY QUARTILE

10.1%

89.9%

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.

In our 2020 report, the percentage of women in the 
upper-middle and upper pay quartiles increased due to the 
decrease in shift pay in April 2020. This largely effected 
production roles where employees are predominantly 
male. As shift pay returned closer to pre-pandemic levels, 
the 2021 figures are closer to those reported in 2019. 
Compared to 2019 the female upper middle and upper 
pay quartiles have had a modest increase of 1.4% and 
1.2% respectively. Overall the percentage of women in the 
company was 13.0% in April 2021.

Q2
LOWER-MIDDLE PAY QUARTILE

11.3%

88.7%
Q4

UPPER PAY QUARTILE

14.2%

85.8%

GENDER PAY GAP REPORT 2021 9



OUR RESULTS -  BONUS DETAILS 

Our mean bonus gap has increased from 25.8% in April 2020 to 30.1% in April 2021. Our median has decreased from 7.9% in April 2020 to 0.0% in April 2021.

Variable reward elements paid out higher in the reporting period than previous years and, as this impacts those in higher-paid roles, more males received higher reward payments than females. 
This contributed to the increase in the mean bonus gap and returned it closer to previous years. The mean in 2019 was 34.3% and in 2018 was 36.8%, so is showing an improving trend.

Our median bonus gap is 0.0% this year. A large group of our eligible non-management employees have a fixed cash target award. When you arrange all eligible employees by lowest to highest 
payment, the middle employee for both male and female falls in this group for 2021 with a bonus paid out at target.

66.6%
of women received a bonus 

This calculation shows the proportion of women 
who received a bonus compared to the total 
population of our female workforce. The proportion 
of women eligible for bonus has increased by 4.6%.

39.6%
of men received a bonus

This calculation shows the proportion of men who 
received a bonus compared to the total population 
of our male workforce. The proportion of men 
eligible for bonus has increased by 4.2%.

30.1%
MEAN BONUS GAP

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

0.0%
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.

Our largest population of employees is our manufacturing workforce, who do not participate in the bonus schemes: Again for 2021, 96% of this group was 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.
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OUR COMMITMENT TO THE FUTURE -  NEXT STEPS

OUR STRATEGY: 

At Jaguar Land Rover we are passionate about our people. We are committed to fostering 
a more diverse, inclusive and unified culture that is representative of our customers and 
the society in which we live; a culture where every one of our employees can bring their 
authentic self to work and feel empowered to reach their full potential.  

We have identified three strategic pillars to achieve our goal, which will shape our global 
diversity and inclusion activity over the next five years. How they are implemented around 
the globe will vary and will be driven by the needs of the countries we operate in.

1. SHAPE A CULTURE OF UNITY, BELONGING, INCLUSION AND RESPECT  
 » Educate, communicate and measure inclusive behaviours regularly and systematically, 

improving the employee experience for all 

2. IMPLEMENT PROGRESSIVE POLICIES, PRACTICES, BENEFITS AND SUPPORT  
 » Review and improve practices and policies to remove barriers, enable inclusion and 

realise equity 

3. ENGAGE OUR EMPLOYEES AND EXPERTS TO ACCELERATE PROGRESS  
 » Collaborate with our networks, colleagues and experts to create real, positive change 

These three pillars mark the start of our journey, and we know we will learn and grow 
along the way. 
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