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01: Introduction

McLaren Racing’s 
Commitment 

Diversity drives performance both on and off the track. To be 
the best team we can be, we must reflect the society we are 
part of. In particular, we are focused on increasing the pool  
of female and ethnic minority talent, both in our team and in 
all areas of our sport. McLaren Racing is committed to this key 
principle for the future.”

“

We are committed to creating a culture where our talented 
people can thrive, where the very best want to join us,  
and where the young dream of working. Our focus is to deliver 
positive sustainable change that will drive true competitive 
advantage. Our first priority is to address the significant 
gender imbalance as part of an overarching effort to bring 
more women into our team, sport and industry.”

“

ZAK BROWN 
McLaren Racing  
Chief Executive Officer

DANIEL GALLO  
McLaren Racing  
Chief People & IT Officer
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02: What is a gender pay gap and how is it calculated?

In 2019, the UK gender pay gap 
was 15.5%, but varies significantly 
by sector. The gender pay gap 
differs from equal pay. Equal pay 
deals with the pay difference 
between men and women who 
carry out the same or similar jobs 
but are being paid differently. 
The gender pay gap shows the 
difference in the average pay, 
worked out on an hourly rate 
basis, between men and women, 
taking into account all jobs, at all 
levels and all salaries within an 
organisation.

The median gender pay gap 
reflects the percentage 
difference in pay between  
the middle person in a ranking 
of highest to lowest paid 
women and men, respectively.

The mean gender pay gap 
looks at the average percentage 
difference in hourly pay of the 
women at McLaren Racing in 
the UK as compared to the men.

The gender pay gap  
is a measure of the 
difference between the 
average hourly earnings 
of men and women.

In accordance with UK regulations, all companies with 250  
or more employees at April 5 2020 are required to publish details  
of their gender pay gap. 
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MEDIAN
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% difference
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£
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03: Our results

The gender pay shows the difference between 
the mean (average) and median (mid-point) 
pay and bonus earnings of male and female 
employees, expressed as a percentage of male 
employee’s earnings.

The proportion of male and female employees in four 
quartile hourly rate pay bands ranked from lowest 
hourly rate to the highest hourly rate. It is achieved by 
dividing the workforce into four equal parts.

Women’s hourly rate

Women’s bonus pay
Proportion of employees  
in each pay quartile

MALE FEMALE

Key
MEAN

MEDIAN

MEDIAN

MEAN

34.19%
lower

26.84%
lower

43.98%
lower

0%
lower

6%

%

13%

25%

94%

96%

87%

75%

Top

Upper middle

Lower middle

Lower

The proportion of male and female employees  
who were paid any amount of bonus pay.

Who received bonus pay

96.30%

89.42%
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04: What do our results mean?

McLaren Racing operates in the motorsports sector. The majority of 
roles are in manufacturing and engineering which all have historically 
higher proportions of male employees.

Our gender pay gap is driven by the high proportion of men we 
employ within our team – particularly at the senior level – coupled  
with the relative scarcity of women within our sector’s talent pipeline.

We are confident that 
men and women are 
paid equally for doing 
equivalent jobs.  

Split of female talent between functions

Non-Technical 
functions

Technical functions

4%

48%
vs

2017 20172020 2020

1%

13%

6%

25%

Our split of female talent between our Technical functions compared  
to Non-Technical presents a clear area of focus.

McLaren Racing’s proportion of female employees is 12% overall.

It’s promising that we have seen a steady increase  
in the proportion of women in the top quartile, from 1% 
in 2017 to 6% in 2020. The lower quartile also shows 
growth; from 13% in 2017 to 25% in 2020, however we 
now need to accelerate this growth.

Top  quartile Lower quartile
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05: Our areas of focus

Culture
Talent
Sustainability

We are pursuing both short term and long-term 
strategies to improve gender equality. Our activity 
is centred around three broad areas to help us 
deliver long-term change.
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05: Our areas of focus

Culture

To help everyone grow – regardless of culture, 
ethnicity, gender, occupation, and career and life 
stage – we have taken some significant steps:

• More frequent and effective performance conversations are becoming 

integral to the way we approach performance management. We focus on near 

term goal setting to clarify expectations. We are also investing in enabling line 

managers to have the kind of effective everyday performance conversations 

that encourage ability, career development and engagement.

• Our shift to hybrid working gives everyone the space, capability and 

technology to work flexibly. 

• We are working with external experts to develop a DE&I strategy that delivers 

meaningful, sustainable change. We have been inspired by the passion shown 

by people across our team who want to make a difference. 

• We have introduced a new grading structure in which all roles within the  

team are aligned. This ensures that all roles are evaluated based on a 

consistent set of criteria, and employees receive comparable pay and benefits 

for their role.
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05: Our areas of focus

For every talented person who chooses 
McLaren or F1 as a career, there will  
be hundreds who don’t. There will also be 
those who never even get the opportunity 
to make that choice because of their 
background or circumstances. We have  
a vested interest and responsibility  
to expand our pool of talent and we’re 
committed to broadening our horizons for 
where we source it.”

“

REBECCA CONSTABLE  
McLaren Racing  
Director, People Experience

We recognise the motorsport and engineering 
industries have a predominantly male demographic 
and we are committed to the long-term journey  
of making McLaren Racing and the industry  
more attractive and accessible for all  
under-represented groups.  

Talent
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05: Our areas of focus

We’re innovating and looking for new ways  
and new places to source the very best diverse 
talent for our teams, through:

• Technology 
In 2021, we have introduced new automated tools that aim to debias our process.  

This includes AI tools that proactively source, identify and score talent based on the 

skills and behaviours we are looking for in each role.  We’re also trialling CV masking, 

psychometric and ability testing, as well as using tools to debias the language we  

use in our job descriptions. 

• Data 
We previously had minimal data available telling us how diverse the talent pool is that 

we are attracting. Through the implementation of our new Applicant Tracking System 

(ATS), we can instantly track the various gender and ethnicity demographics we are 

attracting to our vacancies, enabling us to better understand the impact of various new 

initiatives on our recruitment practices in attracting a more diverse talent pool.

• Employer Brand Proposition 
A vital part of being successful in attracting the top and most diverse talent is to ensure 

we have a strong employer brand proposition. We are already leaders in our sport for 

brand, partner and fan engagement. We now need to replicate this to create an 

employer brand that brings to life our values and why McLaren Racing is such a great 

place to work. We are currently in the process of developing our employer brand 

proposition and are looking forward to showcasing our great people, great work  

and great working environment to inspire our external audience and improve the 

candidate experience along the way.

Talent
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• STEM 
In June 2021, McLaren Racing launched a strategic alliance with  

four expert partners to drive forward a programme of collaborative 

initiatives to diversify talent in motorsport.

The four partners are: Women’s Engineering Society (WES); 

EqualEngineers; The Smallpeice Trust; and Creative Access.

The alliance, known as McLaren Racing Engage, will advance the 

team’s diversity, equality and inclusion agenda as part of its broader 

sustainability programme, including its commitment to F1’s 

WeRaceAsOne platform.

05: Our areas of focus

Talent

As racers already within F1, we couldn’t 
imagine why anyone wouldn’t want 
to work in such an exhilarating and 
rewarding industry. Unfortunately, not 
everyone sees what we see. So we need 
to educate, promote and excite the next 
generation of talent and create more 
opportunities for under-represented 
groups to see themselves behind the 
scenes of a Formula 1 team”

“

KENNY KONG  
Reliability Engineer and STEM Coordinator

EMEL CANKAYA  
Aerodynamicist and STEM Coordinator

&
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05: Our areas of focus

McLaren Racing Engage will drive a shared agenda to: 

• Promote STEM and F1 as an accessible vocation to under-

represented and under-privileged groups.

• Foster a diverse and inclusive culture within McLaren’s workforce 

and communities by providing accessibility to young people  

and under-represented groups.

• Advance meaningful and sustained change for McLaren Racing  

as an employer, and F1 as a sport and industry.

Talent
McLaren Racing Engage will run a programme of initiatives over multiple years, which  

is accessible to all by investing in grassroots-level education and training through various 

STEM initiatives, funding and mentorship programmes.

The community outreach activity of the alliance will provide real focus and opportunity  

for our active STEM ambassador community to deliver even greater impact in the  

work they do.

They have a clear strategy to ensure we’re partnering with a diverse mix of schools, 

colleges and partners to help us reach and engage with a diverse talent base, with a strong 

emphasis on engaging girls and young women. 

We’re also very clear on the need to really engage with girls around the developmental 

stages when they can be ‘talked out’ of STEM subjects, and we’ve got some exciting plans 

to help inspire the next generation of female talent at McLaren coming this year.
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05: Our areas of focus

Over recent years there has been increased  
effort to influence our talent and diversity agenda, 
but the reality of this push showed we lacked 
cohesion, alignment and coordination  
in this space. 

Our new ESG strategy launched 
in January 2021 focuses on  
2 key pillars – Environmental 
and Social Impact.  

We are creating a new Social 

Impact working group, which will 

be formed of team members  

from across all levels and 

functions in Racing. They will play 

an essential role in helping us 

create a diverse workforce and  

a culture of inclusion, where 

everyone can bring their true  

and best self to work. They will 

fuel our campaigns aimed at 

inspiring, educating and building 

awareness. 

We proactively support and 

encourage networks, including 

our Driven Women network, 

formed of passionate and 

enthusiastic McLaren employees 

from all roles, backgrounds,  

level of seniority and genders. 

They positively contribute to our 

culture that embraces diversity, 

equality and inclusion and 

regularly host events to drive 

positive change.

Sustainability
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We are committed to taking action to reduce the gender 
pay gap at McLaren Racing. It’s globally accepted that 
teams with strong diversity and inclusive cultures perform at 
higher levels than their competitors. We know that delivering 
progress in this space will help us on and off the track.
We recognise in certain areas of the team that the effects of our actions may take many years  
to be fully recognised, but we are fully committed to regularly reviewing our progress.

ZAK BROWN 
McLaren Racing  
Chief Executive Officer

DANIEL GALLO  
McLaren Racing  
Chief People & IT Officer
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