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OUR PEOPLE 2011/12 2010 (CY) 2009 (CY) 2008 (CY) 2007 (CY)
EMPLOYEES NUMBER OF EMPLOYEES 23,848 14,974 14,605 14,975 15,135
TRAINING AND DEVELOPMENT 2011/12 2010/11 2009/10 2008 (CY) 2007 (CY)
EMPLOYEE DEVELOPMENT NUMBER OF DAYS TRAINING PROVIDED 42,425 21,851 14,560 — —
HEALTH, SAFETY AND WELLBEING 2011/12 2010 (CY) 2009 (CY) 2008 (CY) 2007 (CY)
REPORTABLE INCIDENTS NUMBER OF REPORTABLE INCIDENTS (UNDER RIDDOR)* 47 60 50 52 76
LOST TIME CASE RATE NUMBER OF LOST TIME CASES PER 200,000 HOURS WORKED 0.20 0.22 0.21 0.35 0.49
OCCUPATIONAL ABSENCE RATE NUMBER OF DAYS LOST PER 200,000 HOURS WORKED 2.64 2.79 2.81 4.66 8.47

NUMBER OF FIRST TIME VISITS TO OCCUPATIONAL
OCCUPATIONAL HEALTH HEALTH CENTRES 716 663 729 1,245 1,574
DIVERSITY 2011 (CY) 2010 (CY) 2009 (CY) 2008 (CY) 2007 (CY)

% OF WOMEN IN WORKFORCE 9 8 8 — —
GENDER DIVERSITY % OF WOMEN IN MANAGEMENT (APPROX TOP 1,800 EMPLOYEES) 12 12 11** — —

% OF WOMEN IN SENIOR MANAGEMENT (APPROX TOP 125 EMPLOYEES) 5 5 Rl — —

% ETHNIC MINORITIES IN WORKFORCE 38 8 3 — —

% ETHNIC MINORITIES IN MANAGEMENT (APPROX TOP 1,800 EMPLOYEES) 6 5 5 — —
ETHNIC DIVERSITY % ETHNIC MINORITIES IN SENIOR MANAGEMENT 3 1 2Fx* — —

(APPROX TOP 125 EMPLOYEES)

GLOBAL CORPORATE SOCIAL RESPONSIBILITY

CHARITY SUPPORT

AMOUNT DONATED (IN CASH AND IN KIND) (GBP MILLIONS)

2011/12

14

2008 (CY)

14

2007 (CY)

1.3

* Figures have been updated to those previously reported

*k 2009 data restated. previously data reported for % of management as approx top 1,500 employee

*** 2009 data restated. previously data reported for % of senior management as approx top 1,500 employees
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OUR PEOPLE

ETHICAL CONDUCT

We expect all employees to comply with our Code of
Conduct in everything they do. The Code is supported by
detailed policies on gifts and entertainment and on anti-
bribery, which aligns with the UK Bribery Act 2010.

Each year we ask every Jaguar Land Rover employee to certify that he or she
has read, understood and will comply with the Code of Conduct. Employees
have a duty to promptly report any actions they believe may violate the Code
and there will be no reprisals against those who fle reports in good faith, even
if they are not certain a violation has occurred.

Concerns can be reported directly to their manager; to the compliance or
human resources departments; via an incident reporting form on our intranet;
or via a confdential telephone and web-based helpline which has been run by
a third party since April 2012.

Jaguar Land Rover thoroughly investigates all reports and anyone found in
breach of the Code may be subject to disciplinary action, including dismissal
in the most serious cases. In 2011/12, a total of 36 whistleblowing reports
were received.
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HEALTH, SAFETY AND WELLBEING

Everyone at Jaguar Land Rover must comply with our Health and Safety Policy, which
outlines the measures we take to reduce risks. Managers are responsible for overseeing
implementation of the Health and Safety Policy, and all employees are expected to keep
health and safety considerations at the forefront of their minds.

HEALTH AND SAFETY MANAGEMENT

All our sites are certified to the
international health and safety
certification standard OHSAS
18001. In 2011 we introduced
our own ‘safe behaviour index’,
an audit tool that site supervisors
are required to complete during
each shift, recording performance
against safety criteria and noting
any risks identifed and the

level of compliance with safety
requirements, such as the wearing
of eye protection, proper chemical
storage and the condition of
machine guards. The outcomes
are managed locally and the

completion of audits is fed in to
site scorecards. All incidents are
investigated and control measures
are implemented where necessary

to prevent similar incidents recurring.

We inform the UK Health and Safety
Executive (HSE) of any reportable
incidents, and comply fully if the
HSE decides to conduct its own
investigation.

RAISING AWARENESS

Manufacturing employees receive
weekly health and safety briefngs,
a quarterly bulletin, and safety briefs
in response to any signifcant

incidents that occur. In 2011 we
reviewed and strengthened our
health and safety training and
inductions by tailoring these to
address the types of risk faced by
employees in different roles. This
contributed to an 11% reduction in
the number of frst time visits to the
occupational health centre in 2011
(see page 72). We also continued to
run campaigns to raise awareness
of specifc risks or safety processes,
such as safe maintenance.

We refreshed our contractor
management process to increase
the focus on safety issues — this
is particularly important as our

OUR PEorf_&'ﬁﬂ-'E 4
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production volumes increase and
we have more contractors on site.
Contractors are vetted on safety
management and policies before
they are allowed on site, and have
to prepare a document stating
how they are planning to monitor
health and safety. Once on site, we
regularly audit their performance.

In March 2011 we ran our frst
annual contractor road show to
provide health and safety briefngs
for senior representatives from our
main contractors.
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OUR PEOPLE

PERFORMANCE IN 2011"

In 2011, we achieved a 17% decrease in the lost time case rate per 200,000 hours worked, exceeding
our goal to improve our health and safety performance by around 10% year-on-year. The most
common types of injury are cuts and lacerations.

However, we are extremely saddened to report
the death of one of our employees in September
2011 following an incident in our press shop
at Halewood. We are cooperating fully with an
investigation into the incident by the UK Health
and Safety Executive and continue to work
with them to ensure effective measures are
taken to prevent reoccurrence. We have also
had documentation and processes verifed by
externally accredited companies.
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In 2011, we reported 48 serious incidents
recordable under the Reporting of Injury
Diseases and Dangerous Occurrences
Regulations 1995 (RIDDOR). We investigate

all incidents to assess their root causes and to
implement remedial measures. Land Rover was
subject to a prosecution by the UK Health and
Safety Executive in April 2011 relating to the
control of risks arising from the use of vibrating
hand tools at the Solihull facility. Land Rover

2008 2007
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number of lost time cases per 200,000 hours worked

0.35
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OCCUPATIONAL ABSENCE RATE

* Figures for 2011 include agency staff; previous years do not. ** Figures have been updated to those previously reported.

4.66

pleaded guilty and was fned £20,000 plus costs.
The processes are now compliant, and we have
implemented robust procedures, training regimes
and auditing processes to ensure adherence.

While we remain committed to continuous
improvement we have adjusted our health and
safety targets in the short term to take account
of the challenges provided by an infux of new
contractors and employees with the rapid
expansion of our business since 2010.

8.47
1245
1574

716
663
729

FIRST TIME VISITS TO 0CCUPATIONAL HEALTH CENTRE
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WELLBEING

We encourage employees to live a healthy lifestyle

and aim to help them balance their work and family
commitments. As well as being good for our employees,
this will have benefits for the company, such as reduced
absence and greater productivity.

Our total absence rate declined by 32% in 2011 with 2.91 days lost per
200,000 hours worked for hourly paid employees and 1.47 days for
salaried employees.

Our fexible working options include job-sharing, part-time work, working
from home, and variable hours where an individual’s role allows - and we
have a highly competitive maternity leave package of one year at full pay.

OUR PEOPLE

We also give employees the option to request a career break of up to four
years if they have been with the company for two or more years. Initiatives
to enhance the wellbeing of employees include:

ADVICE ON MAINTAINING A GOOD WORK-
LIFE BALANCE FROM DOCTORS AND
NURSES AT ON-SITE OCCUPATIONAL
HEALTH CENTRES.

A FREE COUNSELLING SERVICE AVAILABLE
TO ALL EMPLOYEES.

PHYSIOTHERAPY FOR THOSE WHO ARE
RECOVERING FROM ILLNESS OR INJURY.

FREE CLINICS TO HELP EMPLOYEES STOP
SMOKING AND MONITOR THEIR BLOOD
PRESSURE.

HEALTH CAMPAIGNS THAT FOCUS ON
SPECIFIC ISSUES SUCH AS HEART HEALTH,
CANCER AWARENESS, MENTAL HEALTH
AND MUSCULOSKELETAL DISORDERS.

A WEB-BASED HEALTH GUIDE THAT HELPS
EMPLOYEES ASSESS THEIR FITNESS
LEVELS AND DEVISE APPROPRIATE
EXERCISE PROGRAMMES.
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OUR PEOPLE

DIVERSITY

We are committed to treating our employees with respect -
regardless of age, disability, gender, gender reassignment,
race, religion or belief, or sexual orientation — and to
promoting equal opportunities in the workplace and the
recruitment process.

Promoting diversity makes good business sense, because a workforce
composed of people from diverse backgrounds and experiences better
refects the profle of our customers, helping us understand and respond to
their needs.

All employees are encouraged to challenge and report any incidents of
discrimination, and must comply with our ‘Dignity at Work’ policy, which is
designed to prevent harassment, bullying and victimisation and is included
as part of induction training for new starters. Our Diversity and Inclusion
Council oversees implementation of the policy and Diversity Champions sit
on our People Development Committees, which support employees’ career
development.

Our annual Diversity and Inclusion Awards recognise employees’ best
practice in promoting diversity within and outside the business.

GENDER

% WOMEN IN WORKFORCE

% WOMEN IN MANAGEMENT (approx top 1,800 employees)
12
12

11

% WOMEN IN SENIOR MANAGEMENT (approx top 125 employees)
5
)

ETHNIC DIVERSITY

ETHNIC MINORITIES IN WORKFORCE % ETHNIC MINORITIES IN MANAGEMENT (approx top 1,800 employees)

8
8
% ETHNIC MINORITIES IN SENIOR MANAGEMENT (approx top 125 employees) . 2011
3
r . 2010
2 2009
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DIVERSITY PERFORMANCE

Around 8% of our employees are from ethnic
minorities (defned as non white British/Irish/Other)
and we continue to offer support for employees
with disabilities through occupational health
departments and accessibility measures at

our sites. In 2011, we were awarded the ‘“Two
Ticks’ symbol by the UK government’s Jobcentre
Plus organisation, which recognises employers
that have made commitments to employ, keep
and develop the abilities of disabled staff. Jaguar
Land Rover also joined the Employers Forum on
Disability, an employers’ organisation focused on
disability as it affects business. Improving gender
balance is a priority, as the automotive industry
has traditionally attracted more men than women,
and women represent just 9% of our workforce.

The proportion of women at all levels of the
business remained static in 2011 compared
to the previous year.

WE AIM TO ATTRACT MORE WOMEN INTO ENGINEERING
ROLES, WITH WOMEN MAKING UP AROUND 18% OF OUR
GRADUATE INTAKE, 8% OF OUR APPRENTICES AND 18%
OF UNDERGRADUATE PLACEMENTS IN 2011.

We also offer a personal development programme
specifically for women, with 162 women
participating since its launch in 2009.

In November 2011 we founded The
Engineering Network for Women, which runs
networking events around the UK to connect

OUR PEOPLE

women who work for Jaguar Land Rover with
female engineering students who are interested in
pursuing a career in the automotive sector. Its
Facebook page has hundreds of followers. Five
network events were held in 2011 and the network
had its frst gathering at Jaguar Land Rover

Head Offce in Whitley in April 2012. In October
2011 we launched Jaguar Land Rover’'s Women
in Engineering Sponsorship Scheme, which

gives fnancial and practical support to female
undergraduates interested in engineering careers,
as well as work experience with the company
through 3 or 12-month placements. Ten initial
placements were offered in 2012 with each
participant assigned a mentor and given a bursary
of £1,500.
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OUR PEOPLE

TRAINING AND DEVELOPMENT

Excellent opportunities for skills and career development
play an essential role in retaining the most talented
employees at Jaguar Land Rover. We provide each
employee with training and development opportunities
tailored to their needs as identified through appraisals.

TRAINING AND DEVELOPMENT % EMPLOYEES COMPLETING AN APPRAISAL
94%
95%

90%

NUMBER OF DAYS TRAINING PROVIDED*

2009/10 91 851

14,560

* The data for 2011/12 training has been calculated on a
different basis than previously, but fgures for 2010/11
and 2009/10 have been re-calculated on the same basis
so as to make them comparable.

42425

APPRAISALS

Our aim is for every employee to have an annual appraisal to measure
performance against personal objectives and our corporate values. These
appraisals provide an opportunity for one-to-one feedback with managers,
allow time to discuss issues that have arisen over the year, and identify
training and development needs.

Our personnel development committees work with individuals to match their
skills and potential with available roles in the company.

In 2011/12, 94% of employees received an appraisal and we extended our
360-degree feedback tool to all managers to enhance the appraisal process.
This involves managers answering a series of questions about how they
approach their work, then nominating seven people to respond to the same
questions - three peers, three subordinates and their manager. This reveals
strengths and areas for development and helps to identify recommendations
for future training and development.
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OUR PEOPLE

EMPLOYEE ENGAGEMENT

We communicate regularly with employees about our company strategy,
discuss changes to the business that may affect them, and get their feedback

on our performance as an employer.

In 2012, we launched our ‘New Pulse’ employee
engagement and satisfaction survey, which was
open to both hourly paid and salaried staff for
the frst time to give us a more comprehensive
picture of employee views. The overall response
rate was high at 83%, with a strong response from
hourly paid employees taking the opportunity to
complete the questions for the frst time.

The survey focused on how engaged employees
feel, and sought their perception of the company’s
commitment to customer service, product
quality and continuous improvement. Responses
help managers identify actions and targets for
improvement, and guide the development of
company policies and practices. The Employee
Engagement Index - our measure of how engaged

employees are based on questions about pride
in the company, satisfaction, advocacy and
commitment — showed 72% of hourly paid
employees and 79% of salaried staff viewed
the company favourably, compared with a UK
benchmark of 63%.

Our Employee Satisfaction Index showed a
strong improvement in satisfaction levels for
salaried staff — 65% compared with 57% in
December 2010. This is based on employees’
responses to questions on topics such as reward
and recognition, training opportunities, and
overall satisfaction with the company. Satisfaction
scores among hourly staff were lower at 50%,
and work will be undertaken to identify actions

to improve this.

WE ALSO AIM TO ENGAGE EMPLOYEES IN OUR SUSTAINABILITY GOALS. OUR ENVIRONMENTAL
INNOVATION AWARDS PLAY A BIG PART IN THIS, RECOGNISING TEAMS THAT HAVE MADE A BIG

CONTRIBUTION TO SUSTAINABILITY.

..'J_

As well as this formal Pulse Survey, we engage
regularly with employees in a number of ways,
including:

A QUARTERLY LEADERSHIP CONFERENCE
FOR OUR TOP 150 SENIOR MANAGERS.

EVENTS WHERE WE PRESENT INFORMATION
ON OUR BUSINESS PERFORMANCE TO EMPLOYEES.

MEETINGS BETWEEN BOARD MEMBERS
AND THEIR FUNCTIONAL STAFF.

AN INTRANET SITE, WEEKLY PLANT NEWSLETTERS
AND AN EMPLOYEE MAGAZINE.

USE OF INTRANET FORUMS, BLOGS AND WEBCASTS.
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UNION CONSULTATION

We regularly negotiate with
recognised trade unions on pay,
terms and conditions for our
employees, and we are committed
to consulting with unions on any key
changes to the business.

This included the majority (89%)
of our hourly paid production
employees and 31% of our
salaried staff?

We generally agree a two-year
pay deal with the unions. Proposed
In 2011, 63% of Jaguar Land Rover deals go to a workplace ballot
employees belonged to one of our and are implemented if the
recognised trade unions: UNITE, majority agree.

T&G and GMB.

2 These fgures are a minimum, as they are
derived from records of those who pay their
union subscription through the payroll.

NEGOTIATIONS INVOLVE THREE SEPARATE BODIES WITHIN THE
COMPANY:

The Jaguar Salaried Negotiating Committee, Jaguar Joint Negotiating
Committee and Land Rover Joint Negotiating Committee.

The most recent pay and conditions agreement for Jaguar Land Rover hourly
and salaried employees (A-C grades) came into effect on 1st November 2010.
The next negotiation will be effective from 1st November 2012. In July 2011
we agreed with the unions a set of terms and conditions for the advanced
engine manufacturing facility in Wolverhampton, which will come into effect
when scheduled production begins there in January 2015.

Our grievance procedure meets Advisory, Conciliation and Arbitration Service
(ACAS) guidelines. If an employee raises a concern or grievance with their
union, the frst step is an initial discussion with their line manager. If the issue
remains unresolved, it is elevated to the area manager, then the plant's human
resources manager, and fnally to the Joint Negotiating Committee if necessary.
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GLOBAL CORPORATE
SOCIAL RESPONSIBILITY

We are committed to playing a full and active part in the
life of the communities in which we operate, whether in the
UK or abroad. As we begin to expand our manufacturing
presence into other countries such as China, we will
ensure that community involvement is a significant
element of our business strategy there.

GLOBAL CORPORATE SOCIAL RESPONSIBILITY

Jaguar Land Rover provides employment for more than 23,000 people
directly and 170,000 indirectly through suppliers around the world. Our
wider contribution to communities includes providing education initiatives to
promote careers in the automotive industry, investing in the next generation
of engineers and designers, contributing to charities in cash and in kind,
and encouraging our employees to volunteer their time to help good causes.
This includes backing for charities and partner organisations that focus on
conservation and humanitarian work internationally.

Our commitment to communities mirrors our presence in each region.

For example, we have already begun to nurture partnerships with local
community groups and local authorities in Wolverhampton ahead of our
plans to build a £350m advanced engine manufacturing facility at the i54
business park. All our sites have a community liaison committee responsible
for collaborating with local authorities, non-governmental organisations

and other local businesses to coordinate volunteering activity, community
investment and fundraising.

We also take a leading role in two local enterprise partnerships in the UK —
covering Coventry and Warwickshire, and Greater Birmingham and
Solihull - which determine local priorities to stimulate economic growth

and create jobs.

As well as supporting our communities, we aim to be a responsible
neighbour by minimising noise or transport disruption from our operations
and talking to local people about any concerns.
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ADVANCING KNOWLEDGE

To ensure the continued growth of our business, we need to be able to draw on a pool of talented.
people with the engineering and technical skills required to design, manufacture and assemble our
vehicles. We provide backing for school and work-based activities that present engineering as an
attractive career choice for young people and encourage them to consider relevant further or higher
education, apply for apprenticeships or join us through our Graduate Development Programme.

.-"J.'

We also nurture research and teaching than doubled the number of engineering

links with more than 30 UK universities - and commercial graduates joining

in particular with Warwick University, where our Graduate Development Programme BUILDING SKILLS 2011712 . 2010/11

we have a 200 strong advanced research and increased the number of industrial

team working on projects such as hybrids placements offered to undergraduates.

and materials engineering. APPRENTICES TAKEN ON 114 36
The Jaguar Land Rover Technical

Our support for apprentices, graduates Accreditation Scheme promotes higher

and undergraduates gives young people education courses relevant to the GRADUATES JOINING GRADUATE 337 135

the chance to take their frst step towards automotive industry. Seven universities DEVELOPMENT PROGRAMME

a career in manufacturing or engineering, participate, including Bradford,

and supplies us with a pool of talent to Southampton and York, which all joined UNDERGRADUATE INDUSTRIAL 66 49

draw upon in future years. in 2011. Our strategic partnership with PLACEMENTS (3-15 MONTHS)

We substantially increased the number of
apprentices taken on in 2011 and plan to
recruit a further 133 in 2012. We also more

Coventry University continues, with more
than 100 Jaguar Land Rover employees
taking frst and second degree courses
there each year.
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GLOBAL CORPORATE SOCIAL RESPONSIBILITY

PROMOTING ENGINEERING IN SCHOOLS AND COLLEGES

We encourage our teams at every UK site to support a
local school in collaboration with the local education
authority through, for example, governorships, mentoring
and presentations. The aim is to improve standards while
highlighting the benefits of engineering and manufacturing
careers. More than 150 employees have taken on roles

as school governors or mentors, and we offered work
experience for 354 students aged 14-16 in 2011.

We are committed to promoting the UK government’s
Science, Technology, Engineering and Mathematics
(STEM) agenda through our national education
programmes, which help to address the national shortage
of engineers. To counteract the continuing decline in the
number of students choosing STEM subjects, Jaguar
Land Rover has developed a range of initiatives to make
young people more aware of the automotive industry and
to stimulate interest in related technologies. These include
competitions for schoolchildren across the UK:

In 2011, around 1,860 students aged 5-11 from 62 schools took part in the frst Jaguar
Primary School Challenge to design and build race cars out of cardboard or balsa
wood, using template software. The idea is based on Jaguar’s annual School Sports
Car Challenge for secondary school students, established in 2007.

Land Rover’s annual 4x4 in Schools Technology Challenge for children aged 11-19

centres around designing and building a radio controlled 4-wheel-drive (4x4) vehicle.
In 2011, 340 students took part and several have since joined our apprentice scheme.

The annual Jaguar Cars Maths in Motion Challenge engages children of all ages and
abilities in a software-based mathematics project that includes a competition to win a
Grand Prix-type race. More than 1,300 schools and 200,000 students took part in 2011,
making it the largest mathematics challenge of its kind in the UK.

Through our participation in Business in the Community’s Business Class initiative,
we connect with local secondary schools to help students with vocational
qualifcations, apprenticeships, work-related learning, enterprise education and
work experience, as well as working with teachers to design tailored programmes
that draw on our expertise.

In 2011 we agreed to enter into a partnership with the Princes Trust XL programme
for 14-16 year-olds who are struggling at school, working with a school in Solihull
to encourage students to re-engage with their education and develop life skills.

Jaguar Land Rover invests around £350,000 a year in fve resource centres for
schoolchildren as part of an Education Business Partnership with education
authorities in Birmingham, Coventry, Warwickshire, Solihull and Liverpool. Around
20,000 students and 2,000 teachers visited the fve centres in 2011 to learn about
engineering, manufacturing and the automotive business, with 85% from communities
within a 30-mile radius. Discussions are taking place with local authorities in South
Staffordshire and Wolverhampton to provide similar facilities near our planned i54
advanced engine manufacturing facility.
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CASE STUDY
BIG BANG FAIR

In March 2012 Jaguar Land Rover was one of the key
sponsors of the annual Big Bang Fair, the largest
celebration of science, technology, engineering and
mathematics (STEM) for young people in the UK. Big
Bang provided an opportunity for us to promote related
careers and address the UK shortage of engineers, who
are essential for the growth of our business.

ne Big Ban

UK Young Scientists & Engineers Fair

GLOBAL CORPORATE SOCIAL RESPONSIBILITY

With 56,000 visitors over three days at Birmingham’s National Exhibition
Centre, the event made science and engineering practical and fun by giving
children lots of hands-on experience, including chances to design a solar-
powered water heater, explore radioactivity with a real Geiger counter, and
carry out a mock hospital operation.

Our stand highlighted how exciting engineering careers can be, and we
had the Jaguar C-X75 and Land Rover DC100 concept vehicles on display.

More than 100 Jaguar Land Rover graduates led tours around the event,
and our engineers and apprentices were on the stand to talk about the
exhibits and their career experiences.

A survey found that 90% of 8-11 year olds felt they had learned more about
science at the fair, and 76% of 12-14 year olds viewed engineering more
positively as a result of their visit.

For more details visit
www.thebigbangfair.co.uk.
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www.thebigbangfair.co.uk

GLOBAL CORPORATE SOCIAL RESPONSIBILITY

IMPROVING LIVES

SUPPORTING GLOBAL SUSTAINABLE DEVELOPMENT PROJECTS THROUGH OUR GO, OFFSETTING PROGRAMME

Jaguar Land Rover contributes to improving the lives of people
in the communities where we operate and around the world
through our support for CO, offsetting projects, our charity
support and employee volunteering.

We support more than 50 sustainable development projects in
17 countries through our programme to offset emissions from
our manufacturing assembly operations and customer use of
our vehicles (see Manufacturing, page 48).

We choose to invest in projects that not only reduce CO,
emissions but deliver additional social benefts, such as better
health and improved local infrastructure. For example, fuel
effcient stoves beneft the health of approximately 1.2 million
people by improving indoor air quality as well as reducing

emissions. According to the World Health Organisation, more
people in the developing world die from diseases contracted
as a result of poor indoor air quality than from malaria. Jaguar
Land Rover is now one of the largest distributors of these
stoves globally, funding the distribution of more than 315,000
in Uganda, Ghana and Cambodia.

ClimateCare, the climate and development specialist that
runs our offsetting programme, ensures that the projects
we invest in improve the health and wellbeing of local
communities, and where possible, stimulate local
entrepreneurial activity and employment. In this way
our offsetting programme is contributing to development
goals as well as carbon reductions.
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DIVERSITY OF OFFSET PROJECTS
SUPPORTED BY JAGUAR LAND ROVER

JIIN NI

TYPE OF PROJECT

Wind power

Hydro power

Clean cooking stoves
Fuel switch

Biogas

Biomass

Waste heat recovery
Waste gas recovery
Combined heat & power
Geothermal energy
Energy effciency in industry
Water
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GLOBAL CORPORATE SOCIAL RESPONSIBILITY
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GEOGRAPHIC SPREAD OF OFFSET
PROJECTS SUPPORTED BY
JAGUAR LAND ROVER

LATIN AMERICA % EUROPE % AFRICA % ASIA
Argentina 0.4 Russia 3.8 Egypt 0.4 Cambodia
Brazil 11 Tajikistan 2 Ghana 0.3 China
HEl Guatemala 0.1 B Turkey 20 HEEE Kenya 2 EEE ndia
Honduras 1 Uganda 4 Indonesia
B Taiwan
BN Thailand
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CASE STUDY
OFFSETTING PROJECT

INDIA: 17.5 MW WIND PROJECT
72,103 TONNES OF CO, EMISSIONS REDUCTION

We have provided support to this 17.5 MW wind project, consisting of 18
wind farm sites across India. This project provides employment to local
people during assembly, installation and operation of the wind farms. It has
also boosts confdence in renewable energy and reduces dependence on
fossil fuel powered generation of electricity.

CHINA: WASTE GAS RECOVERY
372,140 TONNES OF CO, EMISSIONS REDUCTIONS

A waste gas recovery project in Antai, China, has transformed the energy
effciency of a major steel production plant by capturing many of the
greenhouse gases produced from the blast furnace, coke ovens and
converter processes. The gases are pre-cleaned and fed through pipes to
the boilers, where the mixed gas is fred to produce steam, which drives
two 25MW turbines that generate electricity. The electricity generated is
used to run the plant, reducing dependency on grid electricity, which would
otherwise be sourced from China’s fossil-fuel dependent national grid.

=
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http://www.landrover.com/gl/en/lr/about-land-rover/sustainability/
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ADDRESS

JAGUAR LAND ROVER
ABBEY ROAD
WHITLEY

COVENTRY

CV3 ALF

EMAIL

jaguarsd@jaguar.com
landroversd@Ilandrover.com
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