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Working responsibly continued

Our people & 
communities
Continue to build diverse teams  
and evolve our inclusive culture.

Maintain high levels of employee 
engagement, supporting positive 
health and wellbeing. 

Partner with charities, community 
groups and industry bodies to make  
a difference to the communities 
where we work and live.

ENGAGING OUR EMPLOYEES 
We recognise the importance of having the 
right mix of communication and engagement 
channels for our employees and this is 
something that we continuously review and 
develop based on employee feedback and 
best practice. We welcome open and honest 
feedback from our employees and surveys 
are conducted on a regular basis. We run an 
anonymous survey twice a year to measure 
employee engagement, understand job 
satisfaction and understand where changes 
may be necessary. In our most recent survey 
we were pleased that 97% (2023: 91%) of our 
employees agreed or strongly agreed with 
the statement “I am proud to work for 
Auto Trader”, a measure which we view as  
a proxy for engagement. Our engagement 
survey is supplemented with pulse and 
post-event surveys where relevant. 

We have continued to embrace Connected 
Working which offers all employees greater 
flexibility in where and how they work whilst 
still maintaining collaboration with their 
teams and the wider Auto Trader community. 
We have strengthened our internal 
communications through our regular ‘OLTV’ 
sessions, led by our CEO and wider leadership 
team. These sessions, together with our 
annual all-employee conference, provide 
opportunities for our employees to stay 
connected to our business priorities and  
hear about key business updates. 

Our Board Engagement Guild is the primary 
mechanism for our Board to engage with our 
employees and for them to understand their 
experiences and views, as well as providing 
the opportunity for employees to ask 
questions directly of Non-Executive Directors. 
The Guild has representatives from across 
different parts of the business who canvass 
views and opinions from their colleagues to 
share with the Board. This year the Guild met 
four times and discussed topics including 
wellbeing, Directors’ remuneration, our new 
values, consumer engagement and 
Connected Working.

1. BOARD RESPONSIBILITY

Material ESG topics discussed by the Board include 
diversity and inclusion, employee engagement and 
talent development. The Corporate Responsibility 
Committee is responsible for holding the Executive 
Directors to account and on a quarterly basis our 
people scorecard is reviewed and progress against 
our cultural KPIs is monitored. The Board plays an 
important role in ensuring our culture is aligned with 
our long-term strategy.

2. EXECUTIVE RESPONSIBILITY

The responsibility for assessing and managing our 
people and culture sits at both Executive and Board 
level. Our Executive Directors have responsibility for 
oversight of our diversity and inclusion agenda and 
are responsible for ensuring that our values are 
embedded into all parts of our business. 

3. OPERATIONAL LEADERSHIP TEAM

Our Operational Leadership Team (‘OLT’) is 
responsible for driving our culture that is values-led, 
customer-centric and data driven, underpinned by  
a diverse and inclusive team. Having a progressive 
culture and environment ensures the attraction, 
development and retention of a talented, engaged 
and diverse workforce.

HOW WE GOVERN THIS AREA

4. REMUNERATION COMMITTEE

The Committee introduced diversity-related metrics 
into the Performance Share Plan (‘PSP’) targets for 
the 2021 PSP award. From 2022 onwards, PSP award 
performance will be measured against our diversity 
ambitions as part of an underpin rather than as a 
standalone target. The Committee also has remit 
over material changes to package and benefits 
and approved the all-employee share scheme.

5. EMPLOYEE GUILDS & NETWORKS

Our employees play a fundamental role in the 
success of our ESG strategy. Through our thriving 
networks and guilds, our ESG priorities and 
ambitions are championed and driven forward by 
our employees. See page 45 for more information 
about our networks. These networks feed into a 
wider Diversity and Inclusion Guild which oversees 
the various networks to ensure they drive real 
change across our organisation. 

Our Board Engagement Guild is the primary 
mechanism for our Board to engage with our 
employees and meetings are not attended by the 
Executive Directors. Employees are able to share 
their experiences and views, as well as providing the 
opportunity for them to ask questions directly of Non-
Executive Directors. The Board Engagement Guild 
has representatives from across different parts of 
the business and canvasses views and opinions 
from their colleagues to share with the Board.

6. THIRD-PARTY CHARTERS & ACCREDITATIONS

We have signed up to various third-party charters 
and have received a number of accreditations, 
most notably: 

• Race at Work Charter
• Change the Race Ratio
• Disability Confident Leader
• Social Mobility Top 75
• Inclusive Companies
• Living Wage employer
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Community
We connect and understand each other, respect 
our differences and focus on finding common 
ground. We are committed to making a 
difference in the communities around us.

Curious
We look up, listen, think beyond the obvious  
and find the Auto Trader way. We’re restless  
and always thinking about what’s next.

Humble
We share in our failures as well as our successes. 
We earn our place and take nothing for granted.

Determined
We get stuck in and have the conviction to  
make big things happen. We persevere and 
aren’t scared to do the hard thing. 

Decisive
We crack on, trusting our instincts, data and 
experience. We sometimes disagree, but we 
always commit and deliver together.

Adaptable
Our ability to change and change again is our 
greatest strength. We act for the long term, 
accept uncertainty and challenge everything.

Working responsibly continued

Our values underpin 
everything we do
Periodically we review our values alongside 
our strategy, purpose and priorities. 
Whilst they don’t often change, this year we did evolve them slightly, replacing 
‘courageous’ with ‘decisive’ and ‘reliable’ with ‘adaptable’. We’ve made these 
changes to align with the values we already see within the organisation but  
also recognise values which we believe will be important in helping us meet  
our future aspirations. 

Reflecting our culture and commitment to making  
a positive impact
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Working responsibly continued

WELLBEING AND SAFETY OF OUR EMPLOYEES
We are committed to supporting our employees 
in all aspects of their health and wellbeing. We 
provide a comprehensive range of healthcare 
benefits as well as access to tools and education, 
mental health support and supportive pathways 
to empower our employees to have more good 
days. During the year, people leaders attended 
refresher courses in mental health awareness to 
assist them in identifying and supporting issues 
that relate to people’s mental health, and learn 
practical skills that can be used every day to help 
support team members. Access to mental health 
support and services is made available to all 
employees via trained Mental Health First Aiders 
and our Employee Assistance Programme. 

We also provide access to tools and resources 
to support employees with their financial 
wellbeing. A Group personal pension plan is 
offered to all employees, under which they can 
contribute between 3% and 5% (or higher) of their 
salary and Auto Trader contributes between 5% 
and 7%. All employees can join the Group’s Save 
As You Earn scheme, with 563 of our employees 
participating in at least one of the current 
schemes. In September 2023 we announced  
an all-employee share award that rewards 
employees with an extra 10% of their salary  
in shares each year, vesting over a three-year 

INVESTING IN AND SUPPORTING OUR TALENT
period. This builds on our already strong 
ownership culture and aligns our people  
with our shareholders.

We are committed to creating a safe office 
environment and to achieving high standards  
of health and safety, committed to protecting 
our staff and others affected by our operations.  
Our principal objective is to prevent or minimise 
accidents, injury and ill health to staff, 
contractors and others, who work at or visit our 
premises. We have a fully compliant Health and 
Safety Policy and appropriate insurance for all 
employees. We can report that we have had  
no fatalities or serious injuries during the year, 
and there was no impact to our operations  
due to work-related incidents or work-related 
occupational disease. We have had one 
accident reportable to RIDDOR this past 
financial year with no further action required.

Following the introduction of our Connected 
Working approach, we remain committed to our 
people’s health and wellbeing. To support our 
colleagues we make sure that their workstations 
are safe by completing a risk assessment of  
both office and home-based workstations and 
environments. This assessment is designed  
to ensure compliance with health and safety 
regulations and will help to identify and minimise 
risks while working from home or the office.

Our learning academy is the platform that 
provides a range of learning opportunities  
for all employees (including part-time and 
contractors). We provide sponsorship for 
professional qualifications and access to 
continuing professional development for  
our people. Mandatory training covers our 
compliance essentials to ensure compliance 
with our legislative and regulatory 
requirements. Our non-mandatory training 
covers a broad range of learning and 
development that provide role-specific 
technical skills and soft skills that support 
being successful at Auto Trader. Our 
mentoring and coaching programmes are 
available to all employees and we continue  
to build internal coaching, mentoring and 
sponsorship capability.

We have a dedicated Early Careers team 
which plays a vital role in nurturing the future 
success of our company. We take immense 
pride in our exceptional pipeline of talented 
individuals who are carefully developed to 
assume key roles across various departments 
in the business. Our team is committed to 
identifying opportunities, crafting innovative 
programmes, and delivering comprehensive 
support to facilitate the growth and success 
of early careers, retraining and professional 
development for colleagues at Auto Trader.

Our ambition is to make sure that  
everyone has the time and opportunity for 
development at Auto Trader. We support this 
through personal development plans and 
opportunities, coaching and mentoring, 
structured programmes and self-learning. 
We underpin this through our cultural and 
inclusive initiatives, including values-based 
training, inclusive leadership and an 
inclusive talent development programme.

We pride ourselves on having a community 
focused on development where everyone 
can be successful. We still retain a  
strong level of retention and employee 
engagement and our attrition rate remains 
low at 11% (2023: 11%) when compared to 
industry and national averages.

Year 2024 2023

Hours of mandatory training (see page 49 for more detail) 1,113 2,286

Hours of non-mandatory training 27,363 27,316

Annual cost of training1 £633k £494k

Average cost per employee2 £513 £487

Employees studying for professional qualification 8 8

Employees on an apprenticeship/early careers3 71 78
1.  This includes external trainer and platform costs, but excludes the employment costs of our in-house 

Learning & Development team. 
2. Based on average number of employees in the Group throughout the year 2024: 1,233.
3. As at 31 March – this excludes individuals who completed their programme during the reporting period.
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Working responsibly continued

GENDER AND ETHNICITY DIVERSITY
As at 31 March 2024, at a Board level, over half 
of our Board are women, exceeding the FTSE 
Women Leaders Review recommendations and 
FCA Listing Rules requirements, which have a 
target of 40% women’s representation. We 
acknowledge that at the time of reporting we 
do not have a woman holding one of the four 
senior Board roles but will do after the AGM. 
We satisfied the recommendation of the Parker 
Review that at least one Director should be 
from an ethnically diverse background. 

After the AGM (scheduled for 19 September 
2024) the Board membership will comprise  
six women and three men, with two from an 
ethnically diverse background and a woman  
as Senior Independent Director.

The percentage of the total company who are 
from an ethnically diverse background has 
increased from 15% to 17% during the year, with 
the percentage of those from an ethnically 
diverse background in leadership decreasing 
from 8% to 6%. We remain committed to 
increasing ethnically diverse representation in 
leadership. As was the case with women, we 
are focused on our recruitment processes, the 
majority of which are in lower level roles, and 
how we develop and promote a diverse group 
of individuals through the organisation. 

Last year, the Parker Review announced  
that it was extending its scope to senior 
management, asking the FTSE 350 to set a 
percentage target for senior management 
positions that will be occupied by ethnic 
minority executives in December 2027.

We have set a target of 10% ethnically diverse 
senior management (OLT and OLT-1) to  
be achieved by March 2027 in line with the  
Parker Review. 

As at 31 March 2024 As at 31 March 2023

Board

Executive 
management

OLT2
OLT  

direct reports Total company Board

Executive 
management

OLT2
OLT  

direct reports Total company

Number %

Number 
of senior

positions1 Number % Number % Number % Number %

Number 
of senior

positions1 OLT2 % Number % Number %

Men 4 44% 4 4 44% 41 59% 701 57% 4 44% 4 4 44% 45 62% 696 57%

Women 5 56% – 5 56% 28 41% 548 43% 5 56% – 5 56% 28 38% 524 43%

Non binary/
other – – – – – – – 6 – – – – – – – – 6 –

As at 31 March 2024 As at 31 March 2023

Board

Executive 
management

OLT2
OLT  

direct reports Total company Board

Executive 
management

OLT2
OLT  

direct reports Total company

Number %

Number 
of senior

positions1 Number % Number % Number % Number %

Number 
of senior

positions1 OLT2 % Number % Number %

White 
British 
or other 
White 8 89% 4 9 100% 59 86% 909 72% 8 78% 3 9 100% 62 85% 876 72%

Mixed 
ethnic 
groups – – – – – – – 26 2% – – – – – 1 1% 29 2%

Asian 
/Asian 
British 1 11% – – – 4 6% 129 10% 1 11% – – – 4 6% 103 8%

Black/
African
/Caribbean
/Black 
British – – – – – 1 1% 42 3% – – – – – 2 3% 37 3%

Other – – – – – – – 19 2% – – – – – – – 15 1%

Not 
disclosed – – – – – 5 7% 130 11% – – – – – 4 6% 166 14%
1. Senior positions defined as CEO, CFO, SID and Chair of the Board.
2. Excludes CEO, COO and CFO who are included in the Board numbers.
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Working responsibly continued

GENDER AND ETHNICITY PAY GAP 
We released our fourth combined Gender and 
Ethnicity Pay Gap Report 2023 (published in 
December 2023, reporting the pay gap as at 5 
April 2023). We have joined forces with other FTSE 
100 companies to encourage more companies to 
report and to campaign to make ethnicity pay 
gap reporting mandatory in the same way that it 
is for gender. You can read more about our work 
to ensure gender equality in our UK workforce in 
our Gender and Ethnicity Pay Gap Report on our 
corporate website, plc.autotrader.co.uk.

We continue to make progress in reducing our 
gender pay gap. Our mean gender pay gap 
decreased by 2.3% (2022: 0.3% decrease), and our 
median pay gap decreased by 3.3% (2022: 0.4% 
increase). During the reporting period, we 
performed well in retaining women in our upper 
quartiles (30% women leavers compared to 63% 
for men). Our overall gender split when looking at 
people who left Auto Trader during the reporting 
period was also more favourable to women; they 
accounted for 30% of leavers compared to 70% 
for men. Of the new hires included in the report, 
46% were women (2022: 43% women). Our goal  
is to get to a 50/50 gender split across all our 
recruitment campaigns. We have also continued 
with our focus on hiring early career roles,  
with 31% of total hires joining an early career 
programme. Of the technology based roles, 64% 
of them went to women as part of our continued 
strategy to increase the number of women  
in technology by hiring at entry level and 
progressing them through their careers. Between 
April 2022 and March 2023, we were pleased  
to see that women accounted for 41% of all 
promotions, and we continue to strive to  
increase this further.

During the reporting period, the mean and 
median ethnicity pay gaps have decreased  
by 1.2% and 5.5% respectively (2022: decreased  
by 0.8% and 1.2% respectively). We have also 
increased ethnically diverse representation 
across all quartiles, with the upper middle 
quartiles showing the largest increase at 3.4%. 

We have again focused on three primary areas 
when exploring what led to the decrease: 
retention; changes in circumstances for our 
existing colleagues; and new hires. The retention 
of ethnically diverse employees, particularly in 
more senior roles, has had an important impact 
on reducing our ethnicity pay gap. Of those  
who left during the reporting period, 8% of our 
ethnically diverse leavers were in the upper 
quartile compared to 28% of white leavers.

We have always been transparent in 
acknowledging that the key to reducing our 
ethnicity pay gap is to increase representation 
of ethnically diverse individuals in senior roles 
(and therefore the upper quartiles), so we are 
pleased to see positive movement in this area. 
During the reporting period, 27.5% of our hires 
were ethnically diverse – nearly 10% more than 
our actual representation at the time of 
reporting (18%). We can see the positive impact 
of this with the representation of ethnically 
diverse colleagues increasing across all 
quartiles which has been successful due to  
our continued efforts to hire diverse talent 
across all levels of the business.

DIVERSITY AND INCLUSION 
At Auto Trader, we are committed to creating  
a diverse and inclusive work community that 
enhances our culture and improves our business 
through our ability to attract, identify and 
develop talent. People are one of our business’s 
greatest assets, so ensuring we have a diverse 
workforce and a culture where everyone feels 
included is critical to unlock the full potential of 
our people therefore unlocking the full potential 
of our business; only with a mix of different ideas 
and perspectives can we come up with the  
most exciting new ideas and create the best 
experience for our customers and consumers.

We define diversity as any classification 
 that can be used to differentiate groups or 
individuals from one another, including: 
gender; sex; age; sexual orientation; disability 
& neurodiversity; race & ethnic origin; religion & 
faith; marital status; and social/educational 

background and way of thinking. We define 
inclusion as a state of being valued, respected 
and supported for who you are. We, and our 
people, strongly believe in pursuing this aim 
authentically and systemically, which we 
expect in time to be evidenced in our metrics. 
We are committed to driving long-term change 
in both the technology and automotive 
industries. Our focus is on developing diverse 
leaders as well as representative workforces in 
these industries. We invest heavily in our early 
careers programmes, as well as supporting 
several initiatives and partnerships, including 
DigitalHer with Manchester Digital, the 
Automotive 30% Club and our STEM 
Ambassador Programme. 

Our representation of women at a total company 
level increased from 43% to 44%. During the year, 
the percentage of women on our Operational 
Leadership Team (‘OLT’) remained at 50%.  
We also increased the percentage of women  
in leadership roles to 42% as at 31 March 2024 
(March 2023: 40%), as defined by the FTSE 
Women Leaders Review.

To increase our representation across all levels 
of the organisation, we aim to stimulate the flow 
of diverse talent from early careers through to 
senior leadership by both targeted development 

programmes and equipping our leaders to  
get the very best out of everyone on their team 
and support their development through the 
organisation. Our Continuous Leadership 
Development programme, made up of a range  
of training interventions, supports our senior 
leaders and people managers. We have also 
continued with our Diverse Talent Accelerator 
programme designed to support the progression 
of mid-career colleagues.

DEVELOPMENT PROGRAMMES
This year we have introduced the first Black 
Experience workshops for all people leaders 
of black colleagues. The workshops were 
designed and are being delivered by the 
People team in collaboration with our black 
colleagues and aim to increase awareness 
and appreciation of the challenges black 
colleagues face in and out of the workplace. 

Through the workshops we also aim to 
highlight the behaviours that people 
leaders can utilise in order to enhance 
black inclusion.

We remain committed to supporting disabled 
and neurodiverse employees and those who 
become disabled during their employment with 
us. Recognising that everyone is unique, we 
provide the right support to ensure they continue 
to realise their full potential and develop their 
careers with us. Selection for employment, 
promotion, training and development (as well as 
other benefits and awards) is made based on 
merit, aptitude and ability and the Group does 
not tolerate discrimination in any form, including 
in relation to disabled candidates. 
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Working responsibly continued

MAKING A DIFFERENCE TO OUR COMMUNITIES 
AND THE INDUSTRIES WE OPERATE IN 
Our Auto Trader community shapes our culture 
and we are committed to making a difference 
and having a positive impact on the communities 
we operate in.

Our Make a Difference Guild is committed to 
empowering our employees to support national 
and local charities and communities, supporting 
the causes that are close to their hearts and 
delivering real and visible change to our 
communities. Employees can take up to two days 
a year to volunteer in the community and our 
Auto Trader Community Funds aim to deliver 
financial support to local community groups and 
charities in our homes of Manchester, London, 
Hemel Hempstead and across the UK. Through 
our AT Sponsorships we continue to support 
employees’ and customers’ fundraising efforts 
and we also provide sports equipment and kit 
sponsorship for our employees and their families. 

With Auto Trader operating in both the 
automotive and technology industries, we 
continue to partner with the charity BEN, making 
a significant contribution to the charity on behalf 
of our customers and partners. BEN is a key 
charity supporting the automotive industry with 
the aim to offer life-changing support which 
empowers people to take control of their mental 
and physical health. This year, we are pleased to 
announce a two-year partnership with Speed  
of Sight, a local charity that gives life-changing 
driving experiences for the blind and disabled, 
running track events for people of all ages 
regardless of ability or disability. 

To help tackle digital exclusion, we work with a 
local charity, Community Computers, to repurpose 
laptops. The charity distributes the devices into 
the local community for those who don’t have easy 
access to tech. By partnering with Community 
Computers not only are we making a difference to 
promote digital inclusion, but we can repurpose 
our old tech efficiently and sustainably.

We also work with organisations such as 
DigitalHer, MentorHer and DigitalFutures to 
support insight days, career talks, sponsorship 
and development workshops. We offer work 
experience and we are a Cornerstone Employer 
in the GM network: careersandenterprise.co.uk/
employers/become-a-cornerstone-employer.

We encourage colleagues to register to be  
STEM Ambassadors and have colleagues who 
volunteer to be mentors with the Social Mobility 
Foundation as well as running various workshops 
to support code reviews and hacks.

DRIVING OUR D&I STRATEGY THROUGH OUR INTERNAL EMPLOYEE-DRIVEN NETWORKS 
A core part of our people and culture strategy is centred around our employee-driven networks. 
Everyone at Auto Trader is encouraged to join one of our employee-driven networks that help to 
champion: wellbeing, women, ethnicity, LGBT+, disability and neurodiversity, parents, social mobility, 
and a multigenerational workforce. The networks and their leaders are a core part of our culture, 
helping to welcome employees when they join our organisation, empowering team members to thrive 
and spearheading outreach programmes that support our local communities. We ensure each 
network has a senior leadership sponsor to help drive change and champion network initiatives. 

Our Age Network was launched last year and focuses on creating an inclusive 
environment for the multigenerational workforce of Auto Trader.

The Career Kickstart Network brings together colleagues from across the business 
to learn and grow together through shared experiences, resources and discussion.

Our Disability & Neurodiversity Network continues to create a more accessible and 
inclusive environment for our colleagues. 13.5% (2023: 13.5%) of our colleagues have 
disclosed a disability or neurodiverse condition. The network partners with various 
charities including Leonard Cheshire, the Royal National Institute for Deaf People 
and the Business Disability Forum to educate colleagues and raise awareness.

The Ethnicity Network brings together colleagues from across the business to  
aise awareness and drive positive change for our colleagues, customers and 
communities who are currently underrepresented ethnically. With an aim to create 
an even more inclusive workplace where everyone feels valued, respected and 
empowered to contribute to their fullest potential.

Our LGBT+ Network representation is currently 10.0% (2023: 9.1%) and the network  
has continued to support our colleagues and connect with local LGBT+ charities, 
including The Proud Trust and the George House Trust.

Through building an internal community within the business, the Parents’ Network 
helps create an environment for colleagues to support each other in navigating  
the challenges of being working parents.

Our Social Mobility Network is focused on understanding how socio-economic 
background can influence individuals in the workplace and working to remove 
barriers and open opportunities. Auto Trader has signed the Social Mobility Pledge, 
committing to putting social mobility at the heart of what we do with 71% of our 
people sharing social mobility data.

Our Women’s Network is focused on improving and evolving representation  
of women at all levels in Auto Trader, the automotive industry and the digital 
communities within which we operate, by recruiting, retaining and developing 
female talent. 

FURTHER INFORMATION
To find out more about how we support our DE&I 
strategy, culture and communities, please go online:

 careers.autotrader.co.uk/how-we-hire
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