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McLaren Racing’s 
Commitment

01  Introduction

Our vision for McLaren Racing must be matched by our ambition 
for diversity, equality and inclusion if we’re to come out on top. We 
know the opportunity in getting it right. Boosting diversity and 
being a truly inclusive team enhances innovation, decision-making 
and ultimately our performance, on and off the track.”

“

Our focus is on creating a culture where people can thrive, where 
the very best want to join us, where young people dream of 
working no matter their background, where our most talented want 
to stay and grow, and where under-represented groups feel valued 
and included. Our commitment is to deliver positive, sustainable 
change and drive true competitive advantage.”

“

ZAK BROWN 
McLaren Racing  
Chief Executive Officer

DANIEL GALLO  
McLaren Racing  
Chief People Officer
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In 2020, 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 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 2021 are required to publish details  
of their gender pay gap. 
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02  What is a gender pay gap and how is it calculated?

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.

MALE FEMALE

Key
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MEDIANMEAN

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

MEDIANMEAN

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

96.20%

94%

95%

91%

70%

6%

5%

9%

30%

92.23%

Who received bonus pay

03  Our results
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McLaren Racing operate in the innovation, manufacturing,  
engineering and motorsports industries which all have historically  
higher proportions of male employees.

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

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

Split of female talent between functions

non-motorsports/technical 
functions

motorsports/technical 
functions

5% 58%vs

The split of female talent between our technical functions vs non-technical 
remains a clear area of focus for us. 

Female employees represent 13% of our workforce overall.

It is rewarding to see steady growth in the lower quartile, 
positively impacted by our early careers programmes, 
from 13% in 2017 to 30% in 2021, however we now need 
to accelerate this in the middle and top quartiles.

04  What do our results mean?

13%

30%

Lower quartile

2017 2021
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Culture
Talent
Sustainability

We know intuitively that diversity, equality and 
inclusion matters. But a true diversity, equality and 
inclusion strategy isn’t about box ticking and we 
want to do this right. We believe it’s something that 
must become embedded in everything we do -  
our culture, our strategies, our working practices, 
and our decision-making.
We are making progress in our short and long-term strategies to 
improve gender equality among our wider commitment to improving 
diversity in motorsport. Our activity is centred around three broad  
areas to help us deliver long-term change.

05  Our areas of focus
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Culture
To help everyone grow – regardless of culture, 
ethnicity, gender, occupation, career and life stage 
– we have made real progress over the last  
12 months:

• Hybrid Working and 
Well-being 
Our shift to hybrid working gives 
our office-based teams the 
space, capability and technology 
to work flexibly so we can 
continue to foster a healthy 
high-performance culture.

• People 
Following a continuous series of 
internal DE&I focus groups,  
we have 30 engaged employees 
who form our Social Impact 
Working Group. Their vision is 
“to positively influence and 
shape how we can work 
together to promote a diverse 
and inclusive culture and 
positively impact the health  
and well-being of our people”.

We have a fantastic team  
of STEM ambassadors who are 
working collaboratively to 
engage our talent of tomorrow.  
Through the McLaren Racing 
Engage alliance, we 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 more diverse talent base.

Alongside our Driven Women 
network, it’s our people who 
fuel our campaigns to inspire, 
educate and build awareness 
internally by regularly hosting 
events to bring positive 
changes.

05  Our areas of focus

• Performance conversations 
Frequent engaging 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.

P8
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• Data 
It’s already having an impact. 
33% of all applications received 
in 2021 were from female 
candidates and 43% of new 
hires were female.  We’re thrilled 
to see this trend at all 
experience levels, so expect to 
see this positively reflected in 
our 2022 snapshot data.

• Technology 
Through the implementation of a new Applicant Tracking System (ATS), 
we now have rich data to show the impact of the improved ways of 
working in recruitment to de-bias the process.  This has included the 
introduction of psychometric and ability testing, gender decoder tools 
and proactively looking in different places to source the very best, 
diverse talent - whether that’s new and emerging universities for the 
promotion of graduate level roles or experimenting with different 
advertising sources.

We recognise the motorsport and engineering 
industry has 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.

We’re doing this through a strong commitment to: 

Talent

05  Our areas of focus
For every talented person who chooses McLaren Racing for a career in 
engineering or motorsport, there will be hundreds with equal (or greater) 
talent who don’t choose us. There will also be extraordinary talent  
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 external talent and we’re committed 
to broadening our horizons for where we source our talent.”

“

REBECCA CONSTABLE  
McLaren Racing  
Director, People Experience
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05  Our areas of focus

KATE O’HARA HATCHLEY  
McLaren Racing  
Lead, Early Careers and Talent Development

Through McLaren Racing Engage we are 
working with some truly amazing experts  
who share our vision and passion to reach 
those who would not automatically see 
motorsport and engineering as a career 
choice for them. We believe the long-term 
impact of McLaren Racing Engage will help  
to tackle the growing demand for STEM  
and creative skills in our industry.” 

“

Sustainability is one of five strategic organisational 
goals for McLaren Racing. Our approach is based 
on four key pillars (Carbon Net Zero, Circular 
Economy, DE&I, Health and Well-being).

Sustainability
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It’s our principal mechanism to deliver an authentic, meaningful yet 
pragmatic approach to how we address the topic of diversity & inclusion 
within our sport and our team. 

We do this through:

• Early-years STEM engagement. We work with partners to take the STEM agenda into 
local schools, providing access to innovative content and challenges, to inspire and excite 
the next generation

• Role models. Provide inspiring thought leaders, experts, mentors and career stories  
to inspire under-represented groups into a career in motorsport

• Experiences. Provide access to the best and most diverse range of students  through 
STEM day experiences and work experience

• Scholarships. Sponsor talented students through A-Levels and university, removing  
the primary barrier (money) 

• Graduate campaigns. We’ll continue to recruit from top tier universities, but we’ll also 
build partnerships with non-traditional and more diverse universities. 

05  Our areas of focus

Sustainability
McLaren Racing Engage is our flagship solution to support our  
DE&I strategy and it’s the first of its kind in motorsports. It’s a strategic 
alliance with four expert partners to drive forward a programme  
of collaborative initiatives to excite and inspire future generations  
of talent into a career in STEM. Our partners are: Women’s Engineering 
Society (WES); EqualEngineers; The Smallpeice Trust;  
and Creative Access.
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ZAK BROWN 
McLaren Racing  
Chief Executive Officer

DANIEL GALLO  
McLaren Racing  
Chief People Officer

We are committed to taking action to reduce the gender pay  
gap at McLaren Racing. It’s globally accepted that teams with  
a diverse workforce and strong inclusive culture 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.


