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Foreword

There are many reasons why inclusion and diversity are
important from a business perspective, but at the very core is
the simple fact that it is the right thing to do. External targets
can often be seen as the key driver, along with the need to
differentiate ourselves from our competitors. But creating

a diverse workforce reflective of modern society whilst
ensuring everyone is treated fairly is simply the right thing to
do, and that is what gives Jacobs the leading-edge.

At Jacobs we are proud to have inclusion as a key component
of our values. ‘We live inclusion’ and we expect all of our
colleagues to do the same. We know as a business that our
strategic ambitions assume we can hire the very best people
from a wide base of talent, and that we can then unleash the
innovation that comes from unique insights. We have worked
hard since 2018 to develop our culture of inclusion, we've
seen many achievements along the way, but we also know
we have a long way to go. This document helps us highlight
our work to-date whilst outlining our future priorities and
planned actions to ensure we are living inclusion every day
and every employee can thrive.

Donald Morrison (he / him)

Senior Vice President Europe and Digital Strategies,
People & Places Solutions
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| am a Jacobs Leader. | am an Engineer. | am a women. | am
American. | am Latina. | am a mum, a wife and a daughter.
However you describe me, | am me, and | come to work each
day as myself, with my unique perspectives, experiences
and ambitions. And in Jacobs we celebrate this through
Together Beyond.

We have an opportunity in Jacobs to be a Company like no
other. To stand out not just for the innovative solutions we
design, or for the complex problems we solve for our clients
and communities, but because of our resolute focus on living
inclusion. By focusing on I1&D we will create the most brilliant
teams with the widest range of experience, knowledge and
thought leadership. Our Together Beyond journey sets out a
bold and exciting opportunity for us to embrace diversity, be
true to our values, and challenge ourselves to keep evolving.

Our Europe TogetherBeyond Report, shares where we have
been and where we are going, a road map of opportunities
for us all to deliver to and hold each other to account on.
We continue to ask more of ourselves and our communities
so that everyone can feel respected and welcomed by their
contributions, and have equal opportunities to reach their
potential. It's not about status or awards, it's about doing
what is right and asking ourselves what can | do today, and
every day to help make Jacobs a more inclusive place for
all employees.

Karen Wiemelt (she / her)
Senior Vice President, Energy Security & Technology
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Our Vision & Values

We do things right

We always act with integrity - taking
responsibility for our work, caring for our people
and staying focused on safety and sustainability.
We make investments in our clients, people and
communities, so we can grow together.

Scan to find out mo

(Scan with your smartphone camera or QR code

We challenge the accepted

We know that to create a better future,
we must ask the difficult questions. We always
stay curious and are not afraid to try new things.
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We aim higher

We do not settle - always looking beyond to
raise the bar and deliver with excellence. We are
committed to our clients by bringing innovative
solutions that lead to profitable growth and
shared success.

Return to Contents Page

We live inclusion

We put people at the heart of our business.

We have an unparalleled focus on inclusion with
a diverse team of visionaries, thinkers and doers.
We embrace all perspectives, collaborating to
make a positive impact.
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%% TogetherBeyond.

TogetherBeyond®*™ is our approach to living
inclusion every day and enabling diversity and
equity globally. It's not just about numbers,
statistics or quotas - it's about every one of
our people and the collective strength we take
from their unique perspectives, ambitions

and dreams.

Strategic pillars

Our TogetherBeyond execution plan consists
of four key pillars:
Developing our Talent;
Growing Our Business.
Culture Building and Engagement;
Leadership Commitment and Accountability;

TogetherBeyond in action

In 2020, we have seen tangible progress
resulting from our approach to inclusion, the
most remarkable being the launch of our global

Action Plan for Advancing Justice and Equality.

The plan was driven by members of our Black
employee network Harambee in partnership
with our Executive Leadership Team and Jacobs'
Board of Directors.

The Action Plan sets out actionable initiatives
and measurable objectives to address
embedded and systemic racial inequalities
both within Jacobs and in communities across
the world.

Developing our Talent

An Inclusion & Diversity (I1&D) culture provides a foundation for all
our talent-centred initiatives so that we attract and retain the world's
best talent.

Growing our Business

Our different perspectives and talents enhance our ability to provide
clients with more innovative and effective solutions.

Culture Building & Engagement

Building awareness and engagement around I&D enables everyone to
contribute and benefit from our Value “We Live Inclusion” and culture
of caring.

Leadership Commitment & Accountability

Achieving a truly inclusive culture requires strong leaders that engage
with people, are committed to an inclusive environment and hold
themselves accountable. Leaders that walk the talk.



https://www.jacobs.com/about/inclusion-and-diversity
https://www.jacobs.com/newsroom/news/jacobs-launches-global-action-plan-advancing-justice-and-equality
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It's the right thing to do...

Creating a diverse workforce that reflects our
communities, as well as our client base, whilst
ensuring that everyone is treated fairly is simply
the right thing to do. People matter, and we
should all have equal opportunity to develop,
progress, and be rewarded and recognised at
work. It makes business sense, but it makes
ethical sense too.

It is important for:

Our People

Our Industry

Our Clients

Our Shareholders

Our Communities

Our People - An environment in which our people  Our Clients - Our clients are increasingly expecting  Our Industry - Find, retain and grow great talent

are satisfied, with high levels of wellbeing and their suppliers to align with their business goals by setting industry benchmarks.
where they feel they belong means they will thrive  and want to see their own diversity reflected in
knowing they are valued. our business.

Filunsde S
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Our Shareholders - Our brand value and share Our Communities - Our work has an impact on our local communities. By ensuring we consider the
will increase as a result of high performance. needs of those communities we can ensure such impacts are positive and add value in the long-term to

individuals, communities and society in general.
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:Our Commit

Leading by example

Having a culture of belonging where everyone
can join in and thrive allows us to recruit

and retain the best global talent and drive
innovative solutions for our business, clients
and communities.

“We live inclusion” is supported by the

strength of tangible leadership commitment
and accountability at Jacobs. All our leaders
have signed a Leadership Committment and
Accountability Statement outlining the specific
actions they are taking, including the setting of
specific performance goals to ensure they are
all supporting and being held accountable for
inclusive leadership.

TogetherBeyond Commitment

We live inclusion. This is more than a core
value at Jacobs. It is our commitment to every
employee, client and community we touch.

It means putting people at the heart of our
business and embracing all perspectives;
working together to create a company —and a
world — where everyone can grow and thrive.

% TogetherBeyond.

Our global team of visionaries, dreamers

and doers have continuously raised the bar
with intentional actions to drive greater
inclusion, respect and acceptance throughout
our company and our industry. In the past
year alone, we have taken significant steps

to reinforce our commitment to inclusion

and diversity. This includes the launch of

our inclusion and diversity programme
TogetherBeyond, an updated TogetherBeyond
Global execution plan, and our expanded Global
TogetherBeyond Council to engage leaders
from across the globe.

By continuing to explore and honour the
differences that drive our collective strength, we
can inspire and deliver extraordinary solutions
for a better tomorrow. Our strategic imperatives
for the year ahead call on us to become even
more deliberate in our actions around inclusion
and to leverage TogetherBeyond as a key driver
for growth.

As members of the Senior Leadership Team, our
commitment to TogetherBeyond and inclusive
leadership is reflected in the e3 priorities that
we have each set. To continue driving positive
change across the company we are now asking
all Jacobs people leaders to make the same
commitment by setting their own e3 priorities:

- Treat all employees with dignity and respect

and eliminate discrimination, harassment
and bullying.

« Provide fair and equal opportunities for

mentoring, sponsorship, growth and
development.

+ Create an environment where differences are

openly shared, embraced and incorporated
into the team'’s activities.

+ Ensure all employees are paid equitably

and fairly.

« Increase the diversity of the employee

population by ensuring the talent pool for
positions at all levels includes qualified
diverse candidates (e.g., women, people of
different ethnicities, veterans, LGBTQI+ and
people with disabilities).

Deliberately engage and invest time in at
least one Jacobs Employee Network. Support
employees who choose to participate in our
Employee Networks.

+ Actively support and engage in our Global

TogetherBeyond activity, as well as specific
action plans and initiatives, including

our Action Plan for Advancing Justice

and Equality.

Every member of our Jacobs family has the
power to make a meaningful impact on our
commitment to inclusion and diversity. We
encourage all employees to do this by adding
the following commitments to their

e3 priorities:

« Increase TogetherBeyond acumen by taking
full advantage of our inclusion and diversity

training materials in €3 Learning.

- Seek to understand different perspectives and
talents of fellow co-workers.

- Behave with sensitivity toward differences
in cultural norms, expectations and ways of
communicating.

- Challenge stereotyping or offensive
comments.

+ Work effectively with others who have
different perspectives, backgrounds and style.

Our TogetherBeyond growth approach is the
foundation for becoming the employer of
choice for employees from all parts of the
world and all walks of life. With attention and
purposeful action, we can create a culture
that inspires and empowers every employee
to deliver their best work - today and into
the future.



https://jacobsconnect.jacobs.com/docs/DOC-338858
https://jacobsconnect.jacobs.com/docs/DOC-338858
https://learn.jacobs.com/
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Our Demographics - Europe [ Return to Contents Page

A data focused approach is critical for monitoring progress on equity and identifying areas to We are proud of our diverse workforce; however, we recognise that we can, and will do more to
ensure continuous improvement. We collect real time demographic employee data, on a voluntary  increase diverse representation and ensure equitable outcomes at Jacobs. This will ensure more
basis, in accordance with local legislation to provide a rich dataset to inform our priorities and diversity of thought and serve our clients and communities well.

Ineeedionrl R il We are pleased with the progress we have made on employee demographic data collection to

We know that if we are inclusive, we're more connected, and if we are diverse, we're more ensure we are leading with a data-driven approach, but we recognise we have more work to do.
creative. Demographic data feeds into our diversity dashboard to provide leaders with accurate, We are continuously reviewing our approach to data collection and we are developing plans to
employee demographic data to inform our talent management processes and organisational enhance disclosure rates as we recognise our current voluntary disclosure rates are too low.
diversity activity. Employees click here to share or update your demographic information.
Sexual Orientation — UK & Ireland only Disability — Europe
Undisclosed

84.07% 0.68% 0.29% 0.1%
Asexual ‘ 0.02% 78.47% ® 1
Bisexual | 0.31%
Different orientation ‘ 0.02%
Lesbian, gay or homosexual | 0.44% Undisclosed Prefer not to say Yes No
Pansexual ‘ 0.07%
Prefer not to say I 0.73%

Straight or heterosexual 14.33%

Data as at October 2021



https://myhris.jacobs.com/OA_HTML/OA.jsp?OAFunc=OAHOMEPAGE#
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Gender Identity* — Europe Age by Gender - Europe
Undisclosed 83.12% <20 years 18.97%
Different gender identity ‘ 0.02% 20-30 years 43.81%
Female - 5.73% 30-40 years 39.59%
Female
Male I 086% 40-50years  BERREL 33.21%

Non-binary or gender fluid ‘ 0.04% 50-60 years 19.76%
Prefer not to say | 0.23% >=60 years 12.02%

<20 years 81.03%
20-30 years 56.19%

Female 30-40 years 60.41%

Gender* — Europe

Male
66.79%

Male 40-50years JCEPARE
50-60 years 80.24%
Veteran status — Europe >=60 years 87.98%

No 12.18%
<20 Years 0.46%

Yes | 0.27% 20-30 years 22.71%

30-40 Years 29.53%
*Gender is not the same as sex, but it is assumed from the sex assigned at birth based on visual characteristics. Gender is 5
largely culturally determined and is often expressed in terms of masculinity and femininity in terms of how people act, dress 40-50 Years 24.2%
and / or behave. We have a legal requirement in the UK to collect and record binary gender for HMRC purposes. 50-60 Years 17.8%

*Gender Identity is a person'’s innate sense of their own gender, whether male, female, both or neither (non-binary), which
may or may not correspond to the sex assigned at birth. It is important we ask for data to be shared on both Gender >=60 Years 7%
and Gender Identity to ensure we continue to drive positive action and be inclusive for all employees, irrespective of how
they identify. Europe — only includes countries where it is appropriate to request disclosure




Ethnicity — UK & Ireland only

Undisclosed

Any other ethnic group

Asian
Black
Chinese
Mixed
White

Religion — Europe

Undisclosed
Buddhist
Christian

Hindu

Jewish

Muslim
Non-religious
Other

Prefer not to say
Sikh

46.02%

| 0.69%

B 2:88%

| 1.02%

| 051%

| 0.85%
48.03%

| 4803% |
| 0.06%
B 1%
| 0.25%
| 0.05%
| 0.36%
- 7.57%
| 0.32%
| 0.93%
‘ 0.10%
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Ethnicity By gender — UK & Ireland only

Undisclosed

Any other ethnic group
Asian

Black

Chinese

Mixed

White

Undisclosed

Any other ethnic group
Asian

Black

Chinese

Mixed

White

83.86%
| 0.25%
| 0.71%
| 0.25%
| 0.18%
| 0.39%

14.36%
62.17%

Female
16.14%

| 0.44%

B 217% ale
fo77% 37.85%
| 033%

| 0.46%

33.66%




Pay Gap Reporting

The gender pay gap is a measure designed to show the difference between the gross hourly
earnings for all men in an organisation and the gross hourly earnings for all women.

Our ethnicity pay gap measures the difference between average hourly pay rates for Black, Asian
and Minority Ethnic (BAME) employees compared to White colleagues’ average earnings, and is
expressed as a percentage of White employees’ pay.

We use our annual pay gap data to measure,
inform and evolve our I&D execution plan

to advance gender and ethnicity equity,

and hold leaders accountable for achieving
sustainable change.

In addition to publishing our gender pay gap
in 2020, we chose to go beyond our statutory
requirement and also publish our ethnicity pay
gap. Only by being completely transparent
can we drive and measure the progress we are
continuing to make in our business.

In 2020, we were pleased to report that our
average gender pay gap has reduced for a third
consecutive year. This is a reflection on the
growing momentum to promote female talent
and advance conversations around gender
equity including pay equity with our Employee
Networks, Human Resource groups and our
Executive Leadership team.

One central tool helping us to address our
Ethnicity Pay Gap is our Action Plan for

Advancing Justice and Equality, launched in
August 2020. This sets out our actionable

initiatives and measurable objectives to ensure
equity both within Jacobs and in communities in
which we serve. By identifying emerging Black
leaders, developing Black talent and requiring
all Jacobs leaders at Vice President level and
above to mentor at least one Black, Asian and
Minority Ethnic employee, we are developing a
growing pipeline of diverse talent that is already
progressing through the ranks of our company.

We're committed to advancing and accelerating
our commitment to reducing the pay gap at
Jacobs, and ensuring we use insights from our
pay gap data to hold ourselves accountable. So,
we can create a home where the world's best
and most diverse talent can achieve their full
potential and thrive in their career.

Click here to learn more on our pay gap for
England, Wales and Scotland.
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e —

We have achieved
executive team

2 70/0* diversity of
women on our 660/0*

We have

Global board

of Directors el Ellslisl

Board of Directors

*diversity refers to gender and race only.

Return to Contents Page



https://jacobsconnect.jacobs.com/docs/DOC-315895
https://jacobsconnect.jacobs.com/docs/DOC-315895
https://www.jacobs.com/about/gender-pay-gap-report

Europe TogetherBeyond Report - TogetherBeyond - 2021-2022

Return to Contents Page

Our TogetherBeyond Journey

Company Wide Training
Conscious Inclusion
TogetherBeyond
e3 priorities

Jacobs Employee Networks Global Conscious Inclusion for all staff
Recruiting Subcommittee launch Training Complete Ll SR Egﬁi)fcy

1&D addition to Jacobs o
InClUSion JaCObS ReVIew
Week 2018 Inclusion
Week 2019 . TogetherBeyond
—= Jeff Dingle Week 2020

' . Appointed VP
Launch Bridge TogetherBeyond

the Gap' returners Aspirational
Conscious Inclusion programme g%als for
Classroom Training L 2 2020 gender equality
for Leaders developed
Established | c EMEA 1&D
Global LTI LT ; Lead Rebrand I&D to Clear Assured
. @ was appointed first Action — @ ; | ; -
1&D Council fornale executive Q@ appointed szgdneﬁ'lsuﬁilp\)le TogetherBeyond Silver Standard
. . vice president in Award @Jacobs
Unconscious Bias the company's ACE Network Awarded ’V‘ Future
eLearning for 70-year history : Launch N
Sr. Leaders Inclusion TogetherBeyond |
Awareness Survey '
1&D priorities 2021
' S
executive
@ — @ @ compensation ® men::é&?talth
@ @ 1&D Training for Action Plan
Global Recruiter :
. I&D Dashboard for Equality
\Y @ % W . development and Justice Advocate
. ap Jacobs Chair and and launch and Ally
£X o CEO Steve Demetriou Training
released Leadership 1&D Jacobs appoints
Jacobs Employee Networks Commitment and two new women Race at
Integration Summit Accountability Statement Directors to Board Work Charter
Develop Global
I&D execution
plan
> Action > Together Beyond

Awareness
12




UK & Global Achievements

Disability Confident Employer

Becoming a Level 2 Disability Confident
Employer we are playing a leading role in
changing attitudes towards disabled
employees for the better. We are changing
organisational behaviours and culture to reap
the benefits of inclusive recruitment practices,
ensuring disability inclusion is on business
leadership agenda.

UK Achievements

Clear Assured

Achieved Silver Standard through our
commitment to creating a truly inclusive
culture where our diverse talent can thrive.
Our ambition to become the recognised
employer of choice for diverse talent has
been reflected in our continual progress with
the Diversity and Inclusion Standard since
December 2019

UK Rainbow
Honours Award

Winning New LGBTQ
Network Group of the Year
at the UK Rainbow
Honours Awards 2019/20

Europe TogetherBeyond Report - TogetherBeyond - 2021-2022

Participating in the Stonewall Workplace Equality Index, a
benchmarking tool which evaluates our initiatives and
helps us better understand the challenges of creating an
inclusive working environment for LGBT employees. In

2019, we ranked in the top half of all property,

engineering and construction sector entrants and we are

working to improve this further.

Mind Workplace Wellbeing Index

@
Global

Achievements

Ranked top quartile
in the Forbes Best
Employer for
Diversity 2020

The Valuable 500

Joined The Valuable
500, an organisation
that seeks to ensure
disability inclusion is
on business

Human Rights Foundation

“Best Place to Work For the
second year running we
achieved a score of 100% on
the Human Rights
Foundation's 2020 Corporate
Equality Index, the national
benchmarking tool on
corporate policies, practices
and benefits pertinent to
LGBTI+ employees.

leadership agendas
across the globe.

Awarded Gold in Mind Workplace Wellbeing
Index 2019/20, as a gold award employer,
we have successfully embedded mental
health into our policies and practices,
demonstrating our long-term and in-depth
commitment to staff mental health.

Personnel Today

Award Finalist

Shortlisted finalist for
the Personnel Today
Awards ‘Diversity and
Inclusion” Award 2020

A @ %
V & % %

With employee network input
and support, our Human

Return to Contents Page

O

Resources team promote
inclusive practices such as
removing gendered language
from job descriptions, creating

Jacobs' first transgender
guidelines, installing
gender-neutral bathroom
facilities in offices, encouraging
leaders to list their pronouns in
email signatures and creating
gender-diverse job

interview panels

@

Joined the Catalyst CEO
Champions For Change

and appointed our first Score of 90/100
female executive vice on the US
president in the Disability

company's history. Equality Index

13

Global Disability
Index

Australian Workplace
Equality Index

Bronze Employer
award on the
Australian Workplace
Equality Index (AWEI)
benchmark on
LGBTQ+ workplace
inclusion

We won the
Environmental
Business Journal's
Award for Industry

Worky?lace et Women on Boards
Equality Agency

We were awarded
Employer of Choice for
Gender Equality by
Australia's Workplace
Gender Equality Agency
(WGEA) for the fifth

Environmental W CIIIAL
Business Journal

Leadership in Inclusion

& Diversity in 2020.

Honoured by 2020
Women on Boards for
our commitment to
Board diversity in having
27% women on our
board of directors—
ultimately achieving
overall Board diversity
of 55%.



https://www.gov.uk/government/collections/disability-confident-campaign
https://clearassured.co.uk/
https://www.rainbowhonours.com/
https://www.stonewall.org.uk/
https://www.personneltoday.com/hr/personnel-today-awards-2020-shortlist-unveiled/
https://jacobsconnect.jacobs.com/community/company/human-resources/inclusion
https://www.mind.org.uk/workplace/workplace-wellbeing-index/
https://www.forbes.com/sites/ruthumoh/2020/01/21/meet-americas-best-employers-for-diversity-2020/
https://www.thevaluable500.com/
https://www.hrc.org/resources/best-places-to-work-for-lgbtq-equality-2021
https://www.catalyst.org/champions/
https://www.pid-awei.com.au/
https://www.jacobs.com/newsroom/news/jacobs-awarded-employer-choice-gender-equality-fifth-year-running
https://www.jacobs.com/newsroom/news/jacobs-awarded-employer-choice-gender-equality-fifth-year-running
https://www.jacobs.com/newsroom/news/jacobs-industry-leadership-inclusion-and-diversity-social-contribution-digital-twin
https://www.jacobs.com/newsroom/news/jacobs-recognized-best-place-work-disability-inclusion
https://www.jacobs.com/newsroom/news/women-engineering-day-transforming-tomorrow

Partnerships and Memberships

Armed Forces
Covenant

Building
Equality

Business In The

Community (BITC)

Armed Forces Covenant

A promise by Jacobs ensuring that
those who serve or who have served
in the armed forces, and their families,
are treated fairly.

Stonewall
Diversity
Champion

Building Equality

An alliance of 60+ built environment
organisations who are passionate
about working together and
harnessing their collective power

to drive LGBTQIA+ inclusion in

the industry.

The Defence
Employer

Business In The Community (BITC)

The oldest and largest business-led
membership organisation dedicated
to responsible business.

Valuable 500

Carers UK

Carers UK provide expert advice,
information and support for Carers as
well as connecting carers to ensure all
have the right support available.

Catalyst

Catalyst is a global non-profit
working with some of the world's
most powerful CEOs and leading
companies to build workplaces that
work for women.

Stonewall Diversity Champion

The leading employers’' programme
for ensuring all lesbian, gay, bi, trans,
queer, questioning, intersex and ace
(LGBTQIA+) people are free to be
themselves in the workplace.

The Defence Employer

Encourages employers to support
defence and inspire others to do the
same. As a gold award employer,

we advocate support to defence
and the armed forces community
and align our values with the Armed
Forces Covenant.

Valuable 500

The global CEO community revolution-
ising disability inclusion through
business leadership and opportunity -
putting disability on the agenda.

Vercida
Values, Equality, Respect, Culture,

Inclusion, Diversity, Accessibility - Vercida.

A careers site that only works with

employers committed to these attributes.

WISE

WISE enables and energises people

in business, industry and education to
increase the participation, contribution
and success of women in STEAM.

14

Nuclear (WiN) UK
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Women in Rail
Provides valuable networking

Women Ve .

in Rail opportunities and support, promoting
the rail sector as an attractive career
path for young people.

Women in Transport

A non-profit organisation that
empowers women to maximise their
potential to promote a diverse and
strong transport workforce that
supports UK growth.

Women
in Transport

Women in Nuclear (WiN) UK

A non-profit organisation of
women working professionally in
various fields of nuclear energy and
radiation applications.

Women in

5% Club

A dynamic movement of employers
committed to earn & learn as part of
building and developing the workforce
they need as part of a socially mobile,
prosperous and cohesive nation.



http://Armed Forces Covenant
https://www.buildingequalityuk.com/
https://www.carersuk.org/
https://www.catalyst.org/champions/
https://www.gov.uk/government/publications/defence-employer-recognition-scheme/defence-employer-recognition-scheme
https://www.thevaluable500.com/
https://www.vercida.com/uk
https://www.wisecampaign.org.uk/
https://www.winuk.org.uk/
https://womeninrail.org/
https://www.catalyst.org/champions/
https://www.stonewall.org.uk/
https://www.bitc.org.uk/
https://www.womenintransport.com/
http://Armed Forces Covenant
http://Armed Forces Covenant

TogetherBeyond Enablers

Our People

All our employees have an important part

to play in embedding our TogetherBeyond
approach. The relationships between all
colleagues is incredibly important in creating an
inclusive culture. We assist our employees with
career development and other employment
processes, such as feedback, priority setting and
year-end performance via our_'e3’ professional
development process. All employees are
requested to include inclusion and diversity
objectives as part of this annual process.

Global I&D Governance

We have a strategic approach to operational
governance on I&D with our Global I&D
Council. Then, at a European Level our I&D
Lead develops and tracks the our execution
plan for the region. This plan is overseen by
our European I&D Council, which includes
representation from our Jacobs Employee
Networks as well as the Senior Vice Presidents
for each line of business. This enables us to
consult and engage with our employees in the
development of action plan solutions.

Europe TogetherBeyond Report - TogetherBeyond - 2021-2022
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I&D Community of Practice

This approach ensures a flow of information
across global, regional and local activity,
ensuring a joined-up approach to the facilitation
of our action plan.

Inclusion and Diversity in Projects Task Group
is a virtual group comprising of more than

25 members from the UK, USA and Australia.
It is an active working group which brings
together planners, stakeholder managers,
environmentalists, transport planners and

human resources professionals currently
working with clients providing advisory or
services related to the subject matter of
inclusion and diversity.

Regional I&D Team

Shelie Gustafson is Executive Vice President
Chief People Office responsible for setting
the global I&D execution plan. This is then
supported by regional TogetherBeyond
teams who ensure the I&D execution plan
for the region is both aligned to the global
approach and relevant for the different

»% TogetherBeyond.

Operationalising I&D

Executive Vice

regions. This flexibility acknowledges the Global I&D : .

differing historical, social, cultural, legal, Council PPresu:llen(;f(fZ.hlef

political and business contexts of such a large copte Lincer

and complex organisation. This approach is

further strengthened by our TogetherBeyond ‘

Community of Practice.

Y Jacobs Regional D Regional
Employee 18D +—» Community I&DgT
Networks Councils of Practice cams
— «—>
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https://jacobs1.force.com/e3experience/s/
https://jacobs1.force.com/e3experience/s/

Our Employee Networks

At Jacobs, diversity powers our collective
strength. Unique backgrounds. Distinct
perspectives. Extraordinary experiences.

As part of our Culture of Caring, we unite
employees across the globe to foster these
differences and amplify each voice through our

Jacobs Employee Networks.

With eight active, passionate employee
networks representing more than 23,000
employees, we're celebrating inclusion and
diversity more than ever before. Each of these
groups has a senior executive sponsor to
provide advocacy, guidance and support.

S
&

ACE: Access. Connect. Empower. Our ACE
Network provides information, resources, and
networking opportunities regarding physical,
mobility and cognitive disabilities to employees
with disabilities and to staff who provide
care-giving services.

Careers Network: Our network to explore,
navigate and inspire career development.

Our Careers Network empowers our employees
across all career stages to maximise their
potential and make Jacobs the industry leader
in our sector and workplace of choice for all.

Enlace: ‘Link’ in Spanish. Our Enlace network
leverages the company’s unique and vibrant
Latino talent contributing to our company's
growth profitable strategy, attracting and
retaining Latinos, while fostering leadership,
community involvement, diversity and
cultural pride.

Harambee: ‘Working Together' in Swahili. Our
Harambee network positively impacts the Black
employee experience through recruitment,
development, and retention of Black talent and
creating cultural awareness and understanding
in an increasingly diverse marketplace.
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OneWorld: Our multicultural network. OneWorld
provides an inclusive environment that actively
nurtures and supports our diverse employees
and clients across all ethnicities and cultures.
OneWorld provides a platform that fosters a
global mindset at Jacobs.

Prism: Our network for lesbian, gay, bi, trans,
queer, intersex and asexual (LGBTQIA+) people
and their allies. Prism fosters an environment
where LGBTQIA+ people feel included, safe
and empowered to bring their whole self to
work. At Prism we are unashamedly proud, fun
and fabulous.

VetNet: Our network for current or former military
members and their communities. VetNet is
committed to advocating for veterans and current
military reserve members, providing support for
transitioning veterans, and signposting assistance
to veterans and their families.

Women's Network: Our network for gender
equity and balance. Our Women'’s Network
accelerates a cultural shift by empowering
women, championing gender equity, challenging
the norms and driving profitable growth - to
become a company where all women thrive.



https://jacobsconnect.jacobs.com/community/company/human-resources/inclusion

Programmes and Initiatives

STEAM Ambassadors

We have a talented workforce in Jacobs; by
leveraging our employees’ skills, experiences
and passion, we are upskilling, empowering
and inspiring future generations to take up
STEAM (Science, Technology, Engineering, Arts,
Mathematics) careers that will help to solve the
future world's greatest challenges. By uniting
and growing our global STEAM efforts, we

are supporting an inclusive STEAM education
framework to engage employees and students
around the world.

At Jacobs, we recognise the current STEAM
(Science, Technology, Engineering, Arts,
Mathematics) skills gap in the UK and are
addressing this by leading the way in STEAM
engagement. We have over 600 active STEAM
Ambassadors in the UK, who delivered over 800
STEAM activities in 2019.

COVID-19 brought about a unique opportunity
for us to revolutionise how we approach STEAM
- through digital education in support of face-
to-face interactions. We developed a virtual
STEAM programme designed for pupils, to
support working parents and teachers adjusting
to virtual teaching.

We delivered a virtual 2-week work experience
programme, which provided over 200 pupils
with 30-hours of Industrial Cadets ‘Silver Level'
work experience. This was supported by our
virtual STEAM lessons and tutoring programme
for maths, science, history, geography, English,
languages, computing and economics.

In 2020, we were awarded Highly Commended
Business of the Year in the London Enterprise
Adviser Network Awards Celebration.

To further improve the social impact of our
STEAM offer we have recently invested in a
2-year Enthuse Partnership with STEAM
learning. We have agreed to support several
schools in some of the most disadvantaged
areas within Bristol, Glasgow and

Greater Manchester.

The project aims to inspire young people

into STEAM subjects and careers by enabling
schools and colleges to improve young people's
achievement and engagement in STEAM.

Europe TogetherBeyond Report - TogetherBeyond - 2021-2022

We have over

600

active STEAM Ambassadors, in the UK,
who delivered over

800

STEM activities in 2019.
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https://www.stem.org.uk/project-enthuse

Programmes and Initiatives
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mental health champions

Positive Mental Health Champions

Our Mental Health Matters programme,
delivered by our Positive Mental Health
Champions, was developed to create a highly
engaged and mentally healthy workforce -

to promote positive mental health, reduce
stigma, create points of contact for staff and
signposting to appropriate help, including our
employee assistance programme.

Since 2016, our programme has developed so

that we have a team of ¢.2000 Positive Mental
Health Champions globally, with 80% of our

Executive Leadership Team trained Champions.

Our Champions organise events and initiatives
with Mind, which look after the health and well-
being of all our staff and their families.

S

We were proud to launch
OneMillion Lives in 2020 —-a
movement to track and change

our mental health — starting
conversations and reducing the stigma. Our
goal is to create a ripple effect across the globe,
where over one million people are inspired

to complete mental health check-in's. We
want to break down the barriers that hinder
honest conversations about mental health and
encourage an open culture of support.

Our ‘Mental Health Matters' programme achieved Gold Status in MIND's 2020 Workplace ‘
Wellbeing Index and achieved the Health, Safety and Wellbeing Excellence Award at the &

2018 Construction News Awards.

Europe TogetherBeyond Report - TogetherBeyond - 2021-2022
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Bridge the Gap

Bridge the Gap

Bridge the Gap is our parental transition
programme which aims to make Jacobs an
employer of choice for working parents,
supporting them before, during and after the
life-changing milestone of becoming a parent.

Whether our people are expecting or adopting,
birth parents or otherwise, primary or non-
primary carers; whether they are building

up to going on parental leave, currently on
leave, returning to work or already returned;
and whatever the family make-up including
same-sex parents and solo parents; our Bridge

g

Y
-il.llz_

Bridge the Gap forms a key part of our commitment to recognising, harnessing and
nurturing our diverse talent, ensuring our pipeline of senior women, closing our gender
pay gap and attracting the very best candidates to Jacobs.

18
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the Gap programme supports all parents and
their managers.

Bridge the Gap forms a key part of our
commitment to recognising, harnessing and
nurturing our diverse talent, ensuring our
pipeline of senior women, closing our gender
pay gap and attracting the very best candidates
to Jacobs.



https://jacobsconnect.jacobs.com/community/company/safety/mental-health-matters
https://jacobsconnect.jacobs.com/community/company/safety/mental-health-matters
https://jacobsconnect.jacobs.com/community/company/work-locations/united-kingdom/bridge-the-gap-uk-ireland
https://www.oml.world/
https://www.mind.org.uk/workplace/workplace-wellbeing-index/
https://www.mind.org.uk/workplace/workplace-wellbeing-index/
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Strategic Priorities, Action Plans and Case Studies

Developing our Talent Growing our Business Culture Building & Engagement Leadership Commitment

Building an I1&D culture provides a foundation Our widely different perspectives and talents Building awareness and engagement around & Accountability

for all our talent-centred initiatives so that greatly enhance our ability to provide clients I&D enables everyone to contribute and benefit  An inclusive culture requires commitment and
Jacobs attracts and retains the world'’s with more imaginative and effective solutions. from our Value “We Live Inclusion” and culture accountability from not only top leadership but
best talent. of caring. every employee.
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Strategic Priorities & Action Plan

Inconsistent application ] o
of regional inclusive « Full review of Job Description templates to ensure

recruitment approach our template is inclusive.

+ Develop inclusive interviewing teams, including
introducing our employee networks during the
hiring process.

« Develop and implement inclusive Hiring Manger
training.

- Utilise and leverage our partnership with Vercida,
to recruit diverse and quality hires.

Under representation
of diverse talent in
senior positions

A clear regional inclusive
recruitment approach
implemented across all
lines of business

« Implement a diverse mentoring scheme to
accelerate career development, learning and
networking opportunities for minority employees.

Where - Ensure a fair and diverse selection of candidates are
do we want put forward for our global Accelerated Leadership
to be Development programme to fast track the growth
- il and development of our high-potential talent.
“c’);/vgv& « Enrol eligible Black employees on McKinsey's Black

Increased representation . Leadership Academy in order to retain and advance
at senior levels : our Black talent.

- Continue to progress disability inclusion through
inclusive recruitment practices and organisational
policy and culture — advancing to Level 3 Disability
Committed Employer status.

20



https://www.vercida.com/uk
https://www.mckinsey.com/business-functions/mckinsey-accelerate/how-we-help-clients/mckinsey-academy/black-leadership-academy
https://www.local.gov.uk/our-support/workforce-and-hr-support/equality-diversity-and-inclusion/disability/disability

Developing our Talent

Case Studies

Inclusive Recruitment

We remove barriers from recruitment and
talent management policies, process and
practice which could inadvertently exclude
under-represented groups. We advertise

all UK jobs through our membership with
Vercida, accessing their best practice examples
and training to encourage innovative and
diverse thinking. Vercida stands for Values,
Equality, Respect, Culture, Inclusion, Diversity,
Accessibility —and is a careers site that only
works with employers committed to these
attributes.

Vercida helps showcase who we are, the jobs
we have and the working environment we are
creating, in order to attract diverse and quality
people. We understand a diverse staff base
drives innovation and business performance.

We use a gender de-coder on all job adverts to
ensure non-gender biased language is used and
we select candidates on objective factors based
on their aptitude, ability and performance for a
specific role.

As well as continually evolving our training to
all managerial staff with hiring responsibilities
to embed our inclusive recruitment process,
we provide a 9-week I&D training programme
covering topics such as: How Bias Affects
Decisions, Inherent and Acquired Diversity,
Tactical Solutions for Promoting.

21

Europe TogetherBeyond Report - TogetherBeyond - 2021-2022

Fair, inclusive and transparent career growth

We are committed to ensuring we have fair,
inclusive and transparent processes to support
our promotion and career development
activities. Employees are mapped to a
transparent global career structure with
consistent job titles, enabling a clear view of
progression and promotion.

We have three publicised promotion periods
each year, open to all employees through line
manager recommendation, when employees
have reached the required grade criteria. Our
global talent management system provides
line managers with guidance and training to
conduct regular career conversations and
priority setting with all employees.

Our promotions process involves calibration and
internal benchmarking to reduce and mitigate
unconscious bias, with recommendations tested
under the same criteria.

We have introduced a targeted training and
development scheme, where high performing
diverse talent is targeted to accelerate

career development and learning, building
networking opportunities.

Return to Contents Page

This is supported by our global Accelerated
Leadership Development programme, which
fast tracks the growth and development of our
high-potential talent. These participants are
identified by Executive Leadership with 50% of
our 2020 UK cohort being female.



https://www.vercida.com/uk

Growing our Business

Strategic Priorities & Action Plan

Increased measurement
of our supply chain
to meet the needs
of our diverse client

requirements

Limited measurement
of our supply chain

Where

do we want
to be

Greater understanding,
of our diverse clients
to offer imaginative

and effective solutions

Limited understanding
and alignment with our
clients I&D journey

How will
we get
there?
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- Updating our supplier management system to ensure we are driving

I&D best practice throughout our supply chain.

+ Measure the diversity of our contingent labour.

« Support our suppliers in improving their I&D policies, processes and

practices.

Improving our understanding of our supply chain diversity and
increasing the number of SMEs and minority-owned businesses
registered on our supplier management system.

- Implement our Supply Chain Sustainability Programme, to analyse

and evaluate the diversity of our supply chain — developing
proactive actions to improve the diversity of our supply chain.

- Undertake client maturity assessments on all strategic clients to

improve client understanding and align with I&D drivers.

« Internal review of all historic I&D tender responses to highlight

areas of best practice and areas for improvement to align with our
clients.

- Taking an active and leading role in industry, client and supplier I&D

learning forums to support best practice and lessons learned on I&D
with clients, peers and suppliers.

Support and deliver client projects with I&D action plans and ensure
internal knowledge share of best practice, lessons learned and
project progress to continually improve led by our Major Projects
I&D Taskforce.




Growing our Business

Case Studies

Our mission is to ‘challenge today and reinvent
tomorrow. This is never more important than
on the projects we are designing and delivering
for our clients. At Jacobs, we are committed to
ensuring the communities in which we serve
consider and reflect modern day society and
we are delivering imaginative and effective
solutions. We have been investing in research
to enhance inclusion and accessibility into our
design lifecycle with several initiatives.

Gender Inclusive Design - Cities and Places

We are exploring the topic of gender inclusion
and general inclusivity in cities and how diverse
initiatives can promote inclusive design. We are
developing a thought leadership piece and key
performance indicators that can inform design
decisions — embracing diversity as an inherent
part of every process. The research, despite
being still at a very early stage, has been used
as a tool to raise awareness and gather feedback
from different subject matter experts, both
internally and externally.

Through discussions, research and project
experience, our goal is to create a targeted
piece of work that could change the way we
think about cities in the future.

To ensure that future cities and places provide
opportunities for all, it is critical to understand
that the concept of inclusive cities involves
multiple layers. There is an opportunity to take
inclusive design beyond accessibility concerns
and embody inclusion in its wider form in all
design processes and different project stages for
better outcomes in society for all. The ‘Inclusive
City Making' framework is a strategic design
tool that promotes the delivery of integrated
design visions and objectives and is ensuring

we take an inclusive approach when thinking
about cities. We are adapting it to use across all
sectors, as a holistic approach, to design and
enrich our solutions — driving diverse initiatives
towards a more inclusive environment.

23
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Gender Inclusive Design — Transportation

We have sponsored two female transport
planners to develop a research project around
gender in travel. By analysing travel data based
on gender and age, the work explores how the
transport industry could shift its focus to under-
represented groups and create more inclusive
transport outcomes. The research considers
where recommendations fit into current UK
appraisal and policy, and who has the influence
to implement them.

A paper was developed which was presented
at several conferences and won the Transport
Planning Society award for best paper by a
young professional at the 2020 Transport
Practitioners Meeting. The research project

is ongoing, with the current phase focussing
on collaborating with stakeholders through
workshops to outline the work and understand
how lasting industry change can be made.

Return to Contents Page

What if, through embedding inclusion in its

widest form in our design solutions, we are
driving better outcomes in society?



https://www.compas.ox.ac.uk/2019/inclusive-cities-framework/
https://www.compas.ox.ac.uk/2019/inclusive-cities-framework/
https://tps.org.uk/news/best-paper-by-a-young-professional-at-tpm-2020
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Culture Building & Engagement

Strategic Priorities & Action Plan

- Expand of our current diversity monitoring data, as
appropriate, to provide baseline data to inform actions.

- Develop communication plan to encourage employees
to provide diversity information.

- Implement of culture survey and development of action
plan to address identified areas of concern.

+ Develop real time data monitoring dashboard to inform
action requirements in different parts of the business.

- Develop Equity impact assessment process for people
decisions Including performance reviews, pay and bonus

Inconsistent data awards, ensuring minority team members aren't
availability on the Accurate and real time disproportionately impacted.
diversity of our people data available on the
diversity of our people How will
we get
there?

« Implement global mandated I&D training interventions
Where including Conscious Inclusion and Allies to Action.

do we want + Develop and implement regional Action Plan for
to be Advancing Justice and Equality, to include actions that
address principles of Race at Work Charter.

« Introduce a continuous Equity Impact Assessment policy
review process, to assesses the impact of our policies, and
prioritise those which have the greatest impact on
Move to action and improving organisation culture and inclusion.

contribute to structural

change in society

« Continue to use external measurement tools and
accreditations to benchmark progress and ensure

Generated cultural measurable, long-term sustainable change.
awareness and

engagement in all
areas of I&D
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Culture Building & Engagement

Case Studies

Progressing racial justice

Our European TogetherBeyond Council has been
encouraging our people to speak up and speak
out — to have Courageous Conversations. We
have held numerous global and local courageous
conversations to highlight, bring attention to
and discuss racial injustice across the globe.

Our Courageous Conversations have provided
employees the opportunity to connect, talk
about experiences, have constructive dialogue
and ultimately develop real solutions to
achieving equity in our workplace.

Our Executive Leadership Team and Board

of Directors launched Jacobs' Action Plan

for Advancin

following societal examples of unacceptable
racism and brutal injustices, to tackle the
inequalities facing Black people within Jacobs
and our wider communities. We established
an AJ&E Council focused on creating an action
plan, aligned with our global TogetherBeyond
approach, whilst promoting racial equity and
anti-racism in the workplace.

We are also a proud signatory of Business in
the Community's Race at Work Charter.

We recognise that the continued existence of
racial inequalities in our industry limits both
Minority Ethnic individuals and the sector as a
whole in fulfilling its full potential. We aim to
address this by inspiring a strategic approach
to cultural and systemic changes that will make
a real difference to Minority Ethnic employees,
clients and customers.

Our senior leaders are actively supporting our
Black talent through our diverse mentoring
scheme as well as partnering with McKinsie
to accelerate Black talent through leadership
development training.

Promoting our culture of caring

TogetherBeyond Week is our annual celebration
where employees from around the world
celebrate their similarities and differences and
have transformative conversations around our
core value — We Live Inclusion. Our theme for
2020 was “Moving Forward Together”, reflecting
on our commitment to creating a culture

of belonging where everyone can thrive, by
embracing all perspectives.

25
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In 2020, our celebrations were 100%

digital enabling our employees to broaden
perspectives and connect with colleagues from
across the globe.

The week included global workshops on being
an ally, employee network-led sessions on
accessibility and career growth and a panel

on using inclusion as a growth enabler —to a
photo competition to illustrate this year's theme
“Moving Forward Together".

Return to Contents Page

Action Plan for Justice and Equality
Priority Actions

Demonstrably increase the population of
Black employees at all levels and in all regions

Prioritise retention of Black
talent in the company

Develop a database, and link with
minority-owned suppliers

Ensure a diverse pool of talent when
recruiting for open positions and early
careers programmes

Leaders pledge personal
support to the action plan

Amplify culture of belonging

Recruit, retain and advance Black
employees based on merit

Contribute to structural change
in the broader society

Jacobs' Global Action Plan - Three Critical Commitments

Action Plan for Advancing Justice and
Equality - EMEA Region



https://jacobsconnect.jacobs.com/docs/DOC-313901
https://jacobsconnect.jacobs.com/docs/DOC-313901
https://www.jacobs.com/sites/default/files/2020-08/Jacobs-Advancing-Justice-and-Equality.pdf
https://www.bitc.org.uk/race-at-work-charter-signatories/
https://www.mckinsey.com/

Leadership Commitment & Accountability

Strategic Priorities & Action Plan

éagggnegrrtg\:w?l\fviﬁ Accountability for
1&D at all levels Inclusion to sit with

within the business all employees

How will
we get
there?

The world outside
our organisation is
changing more
rapidly than inside

A do we want
to be

Our organisation to reflect

modern society at all levels

including bridging the skills
and STEAM gap
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« I&D built into performance review process with all employees
encouraged and all Vice Presidents and above required to have an
I&D objective forming part of yearly performance rating.

- Active participation in ‘Men Advocating Real Change’ with

leadership serving as role models advocating gender equity.

« I&D introduced as a core component of hiring manager training and
guidance.

- Establish aspirational gender targets, with plans for achievement.

« Publish ethnicity pay gap as part of annual Gender Pay Gap Report to
measure, inform and evolve our I&D approach to advance equality.

« Introduce Equality Impact Assessments of people projects and
decision processes and diversity included as a factor in succession
planning process.

« Ensuring impactful STEAM engagement by aligning our activity with
wider business strategies (sustainability, corporate social
responsibility, and social value) and sponsoring STEAM Enthuse
Partnerships.

« Support the implementation and integration of Business in the
Community Skills Builder, a
needed to be successful in education and work.



https://www.catalyst.org/marc/
https://www.jacobs.com/sites/default/files/content/article/attachments/Jacobs-Gender-Ethnicity-Pay-Gap-Report-2021.pdf
https://www.bitc.org.uk/essential-skills/ 
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Leadership Commitment & Accountability

Case Studies

Inclusive Leaders

OurL rshi mmitmen

outlines the specific actions our leaders

are taking, including the setting of specific
development goals to ensure that our senior
leadership are all supporting, and responsible,
for inclusion and diversity across Jacobs.

Each member of our senior leadership team
has signed the statement, committing to aim
higher, challenge what's accepted, and hold
themselves accountable for creating a company
where every employee is empowered to thrive,
knowing their individual value is recognised.

While this visible engagement from senior
leaders is important, you don't need a specific
job title to be a leader of inclusion at Jacobs.
We recognise leadership in this space from all
employees and so we extended our internal
award programme to include an Inclusive
Leader of the Year award. This award recognises
and rewards employees who show a personal
passion and commitment for inclusion

and diversity and who role model inclusive
behaviours within our organisation. Anyone can
be nominated by their colleagues.

To help our colleagues become confident
inclusive leaders, we launched our Conscious
Inclusion training for all employees and trained
98% to date. The course helps us understand
what unconscious bias is and how it impacts
thoughts and decisions while also helping
people engage in meaningful discussions
around inclusion and diversity

We continue to roll-out of Conscious Inclusion
training for all employees and it is a core
program during on-boarding for new hires. We
are now looking at how we can encourage all
employees to become better allies with a new

Advocate and Ally training programme that will

be rolled out to all employees in 2021.

Diverse Mentoring Scheme

Our culture of mentoring ensures successful

development of our diverse talent, as we require

senior leaders, Vice President and above,

to sponsor and mentor at least two diverse
employees accelerating career development
and learning, whilst building networking
opportunities.

This initiative is a deliberate action to retain
and advance diverse talent and aligns strongly
with our values and our social justice and
equality commitments.

This exciting intervention creates a relationship
with a senior individual who offers professional
and career guidance, connectivity across our
business, advice on challenges and
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opportunities, and a trusted perspective. Whilst
also offering reverse mentorship, learning from
our diverse employees' lived experiences in the
workplace. Helping our Senior Leadership better
understand the experiences of all our people,
who are different to them, and foster deeper
empathy and allyship.




Since 2018, we have been redefining who we Inclusion and diversity is not just about
are, our values and our goals as we transform numbers, statistics or quotas - it's about every
our business and shape our future. Central to one of our people and the collective strength
our transformation was the adoption of “We live  we take from each of our unique perspectives,
inclusion” as our foundational core value —and ambitions and differences.

with it came TogetherBeyond, our approach to
living inclusion every day, creating a company
where people feel safe, included, valued and
can truly "bring their whole selves to work”.

This Report has been developed with
stakeholders from across the European business
and sets out how we will continue to embed
inclusion and diversity into everything that we

We have come a long way in the last few years do, to continue to drive positive change so that
and we acknowledge we still have alongway to  we can all contribute to a tomorrow that we can
go. Inclusion and diversity is never ‘complete’, be proud of.

and we know that in order to deliver on this
important agenda it needs to become the
responsibility of every single one of our Jacobs
colleagues, working in partnership with our
clients and communities.

For further information please contact our
TogetherBeyond Europe team.

Melissa Godfray (she / her) Steph Gee (she / her)

Director TogetherBeyond, Europe Senior Manager, Together Beyond, Europe

Melissa.Godfray@jacobs.com Steph.Gee@jacobs.com

%% TogetherBeyond. vacobs
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