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Summary

The purpose of this paper is to critically analyse the educational, cultural and organisational factors that limit women's access to and progression into leadership roles in the Motorsport sector. Building on the findings presented in the first part of the assessment, the report develops an implementation plan that integrates contemporary management and leadership perspectives to address the underrepresentation of women in technical and managerial roles. The paper aims to highlight how internal organisational dynamics, leadership practices, and educational policies influence leadership diversity in a highly competitive, historically male-dominated sector.
The proposed implementation plan provides a structured, phased approach that links clear objectives to concrete actions, monitoring mechanisms, and risk management strategies. By aligning STEM education with industry needs, reducing gender stereotypes, developing inclusive leadership, and embedding accountability into governance structures, the plan aims to drive sustainable change in Motorsport's organisational culture. Overall, the document aims to support the development of a more diverse, equitable, and high-performing leadership structure, with a long-term impact on the sector's competitiveness and sustainability.
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1. Implementation Plan
1.1 Introduction

The Motorsport industry is a global sector characterised by high levels of competition, technological innovation and complex organisational structures. It includes disciplines as diverse as Formula 1, Formula E, endurance racing, rallying and karting, operating within a framework regulated by international bodies dedicated to sporting and technical governance.
Motorsport relies heavily on engineering expertise, operational performance, and rapid decision-making, aspects that directly influence how teams and management structures are organised. The sector operates in a high-pressure environment where coordination between technical, strategic and managerial functions is essential to achieving performance objectives.
Beyond its technical dimension, Motorsport provides a relevant context for analysing leadership and organisational development, given the complexity of internal processes and the interdependence between professional competence and positions of authority. Career paths and leadership structures are closely linked to technical and engineering roles, influencing how career progression is constructed within the industry.
This paper focuses on the Motorsport sector as a case study to explore opportunities for female leadership development, with the following sections analysing the rationale, objectives and proposed implementation measures.


2. Rationale

The Motorsport industry is a highly competitive global sector characterised by a high reliance on advanced technical expertise, particularly in mechanical, electrical, and data analytics. Access to leadership positions in this sector is strongly linked to educational and professional pathways from STEM fields, which constitute the main source of skills for technical and managerial roles (Fédération Internationale de l'Automobile, 2024).
Available data indicate a persistent underrepresentation of women in these fields, which structurally limits the recruitment base for Motorsport leadership. In the UK, women represent approximately 15% of the engineering workforce and 27.6% of core STEM occupations, and globally, the underrepresentation of women in science and technology remains significant (EngineeringUK, 2024; WISE Campaign, 2024; UNESCO, 2024). These imbalances are illustrated in Figure 1, which shows the low level of female representation in STEM fields relevant to leadership paths in Motorsport.







Figure 1. Female representation in engineering and STEM fields relevant to Motorsport leadership.
Source: EngineeringUK (2024); WISE Campaign (2024); UNESCO (2024).


In addition to educational factors, barriers are reinforced by the organisational culture specific to engineering industries, characterised by traditional professional norms and informal power networks historically dominated by men. Research shows that these contexts reduce the visibility and legitimacy of women in technical and leadership roles, even in the presence of the necessary skills (Royal Academy of Engineering, 2022; Hill et al., 2016).
 In this context, the need for an implementation plan that simultaneously addresses educational, cultural and leadership dimensions is justified. Applying contemporary leadership approaches, oriented towards inclusion, transparency and talent development, can contribute to overcoming structural barriers and creating a more equitable ecosystem for female leadership in Motorsport.

2.1 Aims and Objectives 

This section defines the overall purpose and specific objectives of the implementation plan, setting out the strategic directions through which the Motorsport sector can develop more diverse and inclusive leadership structures. 
Aim
The main aim of this implementation plan is to develop a more diverse and inclusive leadership structure in the Motorsport sector by addressing, in an integrated manner, the educational, cultural, and organisational barriers that limit women's progression into leadership roles.








Figure 2 - Conceptual framework for the objectives of the implementation plan in the Motorsport sector

Objectives
Identify and strengthen educational and professional pathways that facilitate women's access to technical and managerial roles in the Motorsport sector, with the aim of broadening the recruitment base for leadership positions (OECD, 2023).
Reduce gender assumptions and stereotypes that influence selection, assessment and promotion processes in Motorsport organisations, by promoting objective and transparent leadership criteria (Eagly and Heilman, 2016; Ibarra et al., 2013).
Develop inclusive, self-reflective and adaptive leadership skills among existing Motorsport leaders to support cultural and organisational change (Northouse, 2022).
Implement sustainable organisational monitoring and accountability mechanisms to ensure the long-term progress of diversity in Motorsport leadership structures (CIPD and Reed, 2022).

2.2 Action plan

This action plan translates the previously set objectives into concrete interventions applicable to the Motorsport sector. The plan is designed to address educational, cultural and organisational barriers. 

Changing education policies and education-industry pathways
Access to leadership in Motorsport is dependent on STEM educational pathways and the effective transition to technical and managerial roles. To reduce the fragmentation of this pathway, it is necessary to strengthen collaboration between educational institutions and Motorsport organisations. Educational policies should support early exposure of girls to practical applications of engineering and technology, as well as the development of internship, apprenticeship and graduate schemes dedicated to high-performance industries. OECD research (2023) indicates that educational policies directly linked to the labour market significantly increase women's retention in technical fields.

Strategies for changing public perceptions and gender stereotypes
Public perceptions of Motorsport as a "masculine" field influence women's career aspirations and organisational recruitment decisions. To counter these assumptions, motorsport organisations need to adopt communication strategies that promote visible female role models in technical and leadership roles. Studies show that the visibility of role models reduces stereotypes and increases women's intention to participate in male-dominated sectors (Eagly and Heilman, 2016). Sector-coordinated campaigns, supported by governance bodies and top teams, can help change the public narrative and legitimise female leadership.

Integrating diversity and inclusive leadership practices into organisations
Sustainable change requires transforming existing leadership practices. Implementing inclusive leadership training, mentoring, and sponsorship programs is essential for developing self-reflection, communication, and diversity management skills. The literature highlights that inclusive leadership is associated with superior organisational performance and a psychological climate more conducive to women's advancement (Northouse, 2022; Shore et al., 2018). These interventions should be integrated into human resource strategies rather than treated as isolated initiatives.

Accountability and Progress Monitoring Mechanisms
To avoid token diversity, organisations in Motorsport need to implement clear mechanisms for monitoring progress. These include diversity-related key performance indicators (KPIs), transparent reporting, and senior leadership accountability. According to CIPD and Reed (2022), initiatives that integrate formal accountability and progress measurement mechanisms are significantly more effective in generating structural change than approaches based solely on voluntary commitments.
2.2.1 Time Plan

The implementation of the action plan is structured over the short, medium and long term to reflect the gradual nature of the proposed changes in the Motorsport sector. The literature highlights that interventions targeting educational policies, cultural change and leadership development require a phased approach to ensure organisational buy-in and long-term sustainability (Kotter, 2012; CIPD and Reed, 2022).
 In the short term (0–12 months), the plan focuses on establishing the framework for implementation, including developing partnerships between educational institutions and industry, assessing existing diversity practices, and initiating communication strategies to change public perceptions. This stage is essential for creating the structural and institutional basis for change (OECD, 2023).
The medium term (1–3 years) is dedicated to the effective implementation of inclusive leadership, mentoring and sponsorship programs, as well as the integration of objective promotion criteria into organisational practices. Studies indicate that real changes in leadership behaviours and organisational culture become visible only after a period of consistent application of these interventions (CIPD and Reed, 2022).
In the long term (3–5 years), the focus is on integrating diversity into formal organisational governance mechanisms, continuously monitoring progress and evaluating the impact on leadership structures. Approaches of this type are associated with an increase in the sustainability of diversity initiatives and the avoidance of symbolic changes without real structural impact (OECD, 2023).
Although the implementation plan is structured over a time horizon of up to five years, it is important to highlight that educational and cultural transformations in technical sectors such as Motorsport may require a longer time frame, up to ten years, to produce consolidated and sustainable structural effects. This phasing aligns the implementation plan with the established objectives and supports a sustainable leadership transformation in Motorsport, as illustrated in Figure 3.










Figure 3 - Timeline of the implementation plan for the development of female leadership in Motorsport.


2.2.2 Risk Management and Strategies
 
Given the characteristics of the Motorsport sector, high-performance pressure,  organisational structures and historical male dominance in technical and leadership roles, risk management is an essential element of this implementation plan. Risk management refers to the systematic process of identifying, assessing and managing risks that may affect the effective and sustainable implementation of proposed interventions in the short, medium and long term (CIPD and Reed, 2022).










Figure 4 - Risk Management and mitigation strategies for the implementation plan in the Motorsport sector.

Figure 4 summarises the main risks associated with implementing the plan in the Motorsport sector, highlighting the relationship between the nature of each risk, its potential impact, and the corresponding mitigation strategies. 
Structuring risks by implementation period reflects the phased nature of the Time Plan and indicates that cultural and organisational risks are more pronounced in the initial and intermediate stages, while sustainability and monitoring risks become critical in the long term. This approach allows for proactive risk management and ensures direct alignment between Risk Management, the Time Plan and the objectives of the implementation plan. 
Effective management of these risks is essential to avoid symbolic initiatives and to ensure a real structural impact on diversity in leadership in Motorsport. Integrating mitigation strategies into appropriate periods of the Time Plan increases the likelihood that the proposed changes will be accepted, consolidated, and sustained in the long term (Kalev, Dobbin, and Kelly, 2006).













3. Recommendations

Based on the strategic directions of the implementation plan, it is recommended to adopt an integrated, long-term approach to developing female leadership in the Motorsport sector, linking education, organisational culture, and governance mechanisms within a coherent framework of structural change. Aligning educational policies with the specific requirements of the Motorsport industry is a priority, particularly by developing clear progression routes from STEM education to technical and managerial roles. 
The absence of strong institutional connections between education and industry limits the retention and progression of women in engineering and technical careers, directly affecting the recruitment base for leadership positions (Buse, Bilimoria, and Perelli, 2013; Marginson, 2016).
Changing public and organisational perceptions of female leadership in technical and competitive contexts requires deliberate strategies of visibility and representation. Integrating visible female role models and gender dimensions into leadership development programs helps reduce stereotypes and strengthen the legitimacy of women in leadership roles in traditionally male-dominated industries (Ely, Ibarra and Kolb, 2011). 
Integrating inclusive leadership as a core organisational practice is essential for supporting diversity in the medium and long term. Inclusive leadership behaviours are associated with improved organisational climate, reduced staff turnover, and increased effectiveness of diverse teams, especially in high-performance environments such as Motorsport (Nishii and Mayer, 2009; Ferdman and Deane, 2014).
The sustainability of proposed interventions depends on the existence of clear mechanisms for accountability and progress assessment. Leadership development initiatives that are not supported by formal performance monitoring systems and the integration of diversity into governance structures risk remaining symbolic or losing their impact over time (Beer, Finnström and Schrader, 2016). Therefore, the inclusion of diversity in evaluation criteria and decision-making processes is essential to generate real structural change in leadership in the Motorsport sector.
4. Conclusion 

Developing female leadership in Motorsport requires a strategic approach that goes beyond isolated initiatives and simultaneously addresses the educational, cultural and organisational barriers identified throughout this report. The recommendations made highlight the importance of aligning educational policies with industry requirements, changing public perceptions of gender roles and integrating inclusive leadership as a core organisational practice.
The proposed implementation plan demonstrates that sustainable change in Motorsport is only possible through a phased, realistic and long-term sustained intervention. Structuring actions through a short, medium and long-term Time Plan reflects the gradual nature of the transformations needed in a sector characterised by high performance pressure and well-established hierarchical structures. In this context, integrating monitoring and accountability mechanisms is essential to avoid symbolic initiatives and ensure real structural impact.
Managing implementation risks, particularly those related to cultural resistance and sustainability, enhances the plan's feasibility and sectoral relevance. Overall, promoting female leadership in Motorsport represents not only an equity objective, but also a strategic opportunity to improve the adaptability, performance and long-term viability of the sector.
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