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We want to make Marex a place where the most talented
people choose to build their careers. Today, we employ over
1,100 individuals from a diverse social and educational
background and as a meritocracy we value all our employees
equally for the contribution that they make to our firm.

There are five Corporate Values that are implicit in everything
that we stand for:

 Respect

 Personal Integrity

 Collaboration

 Developing our People

 Adaptability

As a firm, we are constantly looking to add more women in
senior roles and will continue to ensure that we pay matched
roles at the same levels for comparable performance.

Over the course of the past year, we have made further
inroads to improve female representation at the more senior
levels across the firm but recognise that there is more we can
strive to achieve in this area.

Our median pay gap at April 2021 remains steady at 24%.
When we look at the matched roles, the median pay gap is 2%.

We know that our responsibility goes far deeper than just
hiring talented women. It is about broadening awareness of
diversity, equality and inclusion across our workforce. You will
have seen many initiatives in the past 12 months to support
the DE&I agenda, most recently the initiatives around
International Women’s Day and we continue to analyse and
address the unique barriers women face in the workplace.

There is much more to do in this area, but we are being
proactive, and these results show we are heading in the right
direction but recognize that change takes time and
commitment from all of us.

Together we can make a difference.

Our Commitment
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… We  have made further 
inroads to improve the 
female representation in 
senior roles during 2021 
and into 2022.

“

Ian Lowitt, CEO 
Marex



Overview
We welcome this opportunity to share our detailed information
for the UK Government’s Gender Pay Reporting initiative. In
addition, we provide information beyond our legislative
requirements.

This is our fifth gender pay gap report, in which we set out our
action plans on how we are addressing, over the medium term,
the implications of our gender pay gap.

This report relates to Marex Financial, the company that employs
the majority of our staff in the UK.

The gender pay gap in aggregate comprises of two elements:

 Pay differences (if any) between male and females for
matched roles.

 Pay differences resulting from the distribution of roles.

The combination of these two elements is what the UK
Government reporting requires firms to disclose.

Unsurprisingly, for a firm that has ‘developing our people’ as a
cultural value, and is committed to treating employees fairly, of
the 243 out of 440 Marex Financial employees for whom we can
match roles, the mean gap is 1% and the median gap is 2%.

Our gender pay gap is therefore a function of the distribution of
roles. There are more more men in higher paying jobs, rather
than men and women being paid different amounts for
performing the same roles.

Our total gender pay gap has a mean and median of 27% and
24% respectively, versus the financial industry’s 33.2% and
36.5%*.

Although our pay gap is better than we see in the financial
services industry, we acknowledge that we have more work to
do and will address this in our action plan.
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Gender Pay Gap Matched Roles

2021 2020 2021 2020

Mean 27% 24% 1% 0%
Median 24% 24% 2% 4%

*These are 2021 figures from Office of National Statistics. 



Action Plan 
The firm is committed to proactively adding more women in more highly remunerated roles, over the medium term, and to
ensure that pay is matched at the same levels for similar roles and comparable performance.

Our action plan includes:

 Identifying mid-senior level female talent through focused and targeted recruitment
 Introducing a Returner Programme targeted at those who are returning to work after an extended career break of two years

or more
 Identifying and developing the internal female talent pipeline via the “9-box grid” approach and supporting them through

mentoring and other learning opportunities, for example through Apprenticeship Levy accredited programmes (there is
currently one female undertaking a Master’s Degree through the Levy programme for example, we intend to expand this)

 Strengthening junior talent pipeline through graduate and apprenticeship programmes and committing to 50:50 gender
balance on entry level in-take

 Engage and build relationships with local schools to offer careers education along with work experience and internship
opportunities which will encourage females to join our firm/industry

 Roll-out of Inclusive Leadership programmes to provide managers with the skills to adapt their leadership style to different
groups and situations in order to sustain an inclusive culture

 Roll-out of interview training to provide hiring managers with the ability to evaluate talent objectively on their skills and
potential and to remove bias from the recruitment process

 Reviewing job descriptions to ensure the language is inclusive and does not deter females from applying
 Continued support of employee physical and mental wellbeing through resources and programmes
 Evaluate Family Friendly Policies to further enhance those already in existence
 Further develop our partnerships with City Parents (expert-led online support for parents) and From Babies with Love

(parental gift service)
 Launching volunteering programme through Future Frontiers – a charity that provides coaching and mentoring to young

people from disadvantaged backgrounds to support them in discovering and exploring inspiring careers in finance
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Matched Roles 

Whilst we do not have a formalised role grading structure, we can categorise our front office and control and support staff into like 
for like roles. 

This reflects seniority and functions that enables us to effectively analyse our data in a more meaningful way and provide detailed 
information for base pay comparisons.  

On a like for like basis, the data shows a mean and median gender pay gap of 1% and 2% respectively.

Executive Department Head Desk Head

Senior Manager Manager                                           Assistant Manager

Senior Analyst/Officer                        Analyst                                           Officer

Assistant                                          Administrator                                   Engineer/Developer   

Specialist                                          Executive Assistant                          Receptionist

Senior Broker                                   Broker/Trader                                   Junior Broker

LME Sales Senior LME Sales – Mid LME Sales – Junior

LME Dealer                                        LME Clerk 
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Gender Pay Gap 

Within Marex Financial, our employee base total is 440. For this analysis we were able to match a total of 243 employees 156 males
and 87 females in comparable roles. From such a detailed analysis we are confident that our pay is fair and equitable, irrespective of
gender.
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Male / Female Employee Distribution

Total employee 
distribution  

Matched employee 
distribution 

Total population 440 243
Male 320 156
Female 120 87

Matched Roles Gender Pay Gap

Matched roles 

Total population 243

Mean 1%

Median 2%

The mean and median gender pay gap is calculated on the total 
average hourly rate at 5 April 2021

For matched roles across Marex, the mean 
gap is 1% and the median is 2% , showing 
that we are heading in the right direction… 
but we recognize that change takes time 
and commitment from all of us.

Ian Lowitt, CEO
Marex

“



Male / Female Distribution

The numbers below clearly demonstrate that it is gender distribution, rather than equal pay, that is the main driver of the pay gap.

As a result, our focus is on improving gender distribution. Over the medium to long-term, the goal is to increase female employee
numbers across the board and specifically in senior roles.

Looking at the statutory reporting statistics of male/female distribution by pay quartile shows the lower numbers of female
employees in the Upper and Upper Middle bands, which clearly impacts our gender pay reporting. There have however been
improvements year-on-year, with a narrowing of the gap by 1% in the Upper band and 5% at the Upper Middle as a result of the firm
adding several senior hires in this category.
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Proportion of employees in each pay quartile band
2021
MALE FEMALE

Upper 82% 18%
Upper Middle 80% 20%
Lower Middle 74% 26%
Lower 57% 43%

Proportion of employees in each pay quartile band
2020
MALE FEMALE

Upper 83% 17%
Upper Middle 85% 15%
Lower Middle 74% 26%
Lower 58% 42%

Quartiles:  Full spectrum of hourly rate are divided into four equal parts

Male/Female Distribution - 2021 Male/Female Distribution - 2020

Total employee 
distribution  

Matched 
employee 
distribution 

Control & 
Support 

matched roles

Front Office 
matched roles

Total 
employee 
distribution  

Matched 
employee 
distribution 

Control & 
Support 

matched roles
Front Office 

matched roles

Total Population 440 243 195 48 355 194 151 43
Male 320 156 121 35 267 123 91 32
Female 120 87 74 13 88 71 60 11



Gender Bonus Gap 

Our gender bonus gap is larger than our gender pay gap with the mean at 79% and median at 47%.

The mean is slightly above our 2020 numbers (mean: 75% and median: 56%) this is the result of the formulaic front office bonus
structure, reflecting individual and team performance, that are set to be competitive in the market place. The result is a sizeable
bonus gap in the front office versus control & support.

Our front office bonus gap is impacted by our gender distribution, with an under-representation of women in total and more men in
the higher remunerative roles. This is a trend that we see across the financial services sector, but is one that we are aware of and
look to address where possible.

We believe that our ongoing action plan on gender pay will narrow the gender bonus gap over the mid to longer term.
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External Comparisons

Within financial services there is a consistent trend, without exception, that is not an issue of equal pay in matched roles but of
under-representation of women in senior, higher remunerative, roles within organisations. The challenge for our industry is to
address this dynamic through cultural change and by creating more opportunities for women to strive. We will continue to address
this in 2022. We are taking a proactive role in helping to shape the industry response to gender diversity and are working closely
with other companies as well as the London Metals Exchange.
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Gender Pay Gap 
National Average - Financial Services

Mean Median
Financial Services 33.2% 36.5%

Office of National Statistics. 

These are real examples of large financial service organisations 

2021 Statutory Gender Pay Gap Statistics

Marex TP ICAP StoneX * BGC Services 
Holdings LLP * JPM Europe

% % % % %

Mean Pay 27 48 45 45 30

Median Pay 24 44 30 37 17

Mean Bonus 79 83 60 72 55

Median Bonus 47 73 33 75 43

* Not yet reported – this is April 2020



Mandatory Reporting

The UK Government requires all companies with 250 or more 
employees to formally report on gender pay gap by 5th April 
every year. 

All qualifying companies are required to report:

 Mean and median pay gap

 Mean and median bonus gap

 Proportion of males and females receiving a bonus

 Proportion of males and females in each quartile band

This analysis compares  all roles irrespective of seniority or 
function.
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Proportion of employees receiving a bonus

Mean and median pay and bonus gap
MEAN MEDIAN

Gender Pay Gap 27% 24%
Gender Bonus Gap 79% 47%

Quartile 2021 
Male

2021 
Female

Upper 82% 18%
Upper Middle 80% 20%
Lower Middle 74% 26%
Lower 57% 43%



Redressing the Imbalance

Achievements

The firm has already taken a number of steps since the release
of the last gender pay gap report:

 Between April 2020 and March 2022 appointed females to a
number of senior roles including: Group Head of HR, Group
Head of Compliance, Global Head of Tax, Global Change
Manager, Senior Legal Officers, Head of Front Office Quant
Team, Head of Reward, Head of Special Projects - HR, Head
of Treasury, Head of Learning & Development, Senior
Compliance Officers and Group Data Protection Officer

 Marked International Women’s Day 2021 and 2022 around the
whole organization, with posters, emails, screensavers and a
fund raising. In March 2022, Ram Vittal (CEO, Marex NA)
hosted a “fireside” discussion with Carla Stent (Chair of the
Board of Marex Group plc) and Karen Neffar (Group Head of
HR) available to all employees to listen and raise questions

 Launched a number of initiatives to support our employees:
From Babies with Love, City Parents, and Movember

 Introduced enhanced Interview Framework with competency-
based interviews and psychometric assessment

 Launched an enhanced Sickness Absence Policy & Procedure
for the UK employees

 Launched a number of Wellbeing Initiatives including Building
Resilience, Mental Health Awareness week and WeCare (an
online support service which provides quick and easy access
to services to support physical and mental wellbeing

 Engaging and building relationships with local schools to offer
careers education along with work experience and internship
opportunities which will encourage females to join our
firm/industry

 Rolling out an Inclusive Leadership programmes to provide
managers with the skills to adapt their leadership style to
different groups and situations in order to sustain an inclusive
culture
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Marex laid out an action plan last year to add more females to senior roles and to support an inclusive and diverse
workforce.



Redressing the Imbalance

Ongoing action points for the next 12 months

 Identifying mid-senior level female talent through focused and
targeted recruitment

 Introducing a Returner Programme targeted at those who are
returning to work after an extended career break of two years
or more

 Identifying and developing the internal female talent pipeline
via the “9-box grid” approach and supporting them through
mentoring and other learning opportunities, for example
through Apprenticeship Levy accredited programmes (there is
currently one female undertaking a Master’s Degree through
the Levy programme for example, we intend to expand this)

 Strengthening the junior talent pipeline through graduate and
apprenticeship programmes and committing to 50:50 gender
balance on in-take at the entry level

 Engaging and building relationships with local schools to offer
careers education along with work experience and internship
opportunities which will encourage females to join our
firm/industry

 Rolling out an Inclusive Leadership programmes to provide
managers with the skills to adapt their leadership style to
different groups and situations in order to sustain an inclusive
culture

 Rolling out interview training to provide hiring managers with
the ability to evaluate talent objectively on their skills and
potential and to remove bias from the recruitment process

 Continuing to support employee physical and mental wellbeing
through resources and programmes

 Introducing the Menopause Policy and launching “Preppy” – a
dedicated digital solution to provide physical, mental and
emotional support through the menopause journey for
employees and their partners

 Evaluating our Family Friendly Policies and enhancing our
policies where appropriate

 Further developing our partnership with City Parents which
offers expert-led resources to support parents and
professionals in their work and home lives

 Further developing our partnership with From Babies with
Love, a parental gift service that enhances parental leave
engagement as well as helping vulnerable children across the
world

 Running a charity appeal in support of Dress for Success, a
global non-for-profit organisation that empowers women to
achieve economic independence

 Launching a volunteering programme through Future Frontiers
– a charity that provides coaching and mentoring to children on
career opportunities

 Supporting activities for the Against Breast Cancer charity
which enhances employee engagement
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Marex is committed to “Redress the Imbalance” with a clear strategy and action points for 2022 and beyond.



Marex Financial Gender Pay Gap 2021

Declaration

We confirm that our data is accurate and has been calculated according to the requirements of The Equality Act 2010 (Gender Pay 
Gap Information) Regulations 2017.

Ian Lowitt Karen Neffar

Chief Executive Officer Group Head of Human Resources
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This presentation has been prepared by Marex for information purposes only.
The Marex ® group of companies includes Marex Financial (including the Marex Solutions division), Marex Spectron International Limited, CSC 
Commodities UK Limited, Tangent Trading Limited, Marex Spectron Europe Limited, Marex North America LLC (including the RosenthalCollins 
Group division), Marex Spectron USA LLC, Spectron Energy Inc., Marex Hong Kong Limited, Marex Spectron Asia Pte.Ltd., Spectron Energy 
(Asia) Pte.Ltd., Marex France SAS (including the BIP AM division), X-Change Financial Access, LLC, StarsupplyPetroleum Europe B.V., Volcap
Trading Partners Limited, VolcapTrading Partners France SAS and ArfincoS.A. (individually and collectively “Marex”).
Information in this presentation should not be considered as advice, or as a recommendation or solicitation to purchase or otherwise deal in 
securities, investments or any other products. It has been prepared for institutional clients, is not directed at retail customers and does not take 
into account particular investment objectives, risk appetites, financial situations or needs. Recipients of the presentation should make their own 
trading or investment decisions based upon their own financial objectives and financial resources. 
This presentation may contain forward looking statements including statements regarding our intent, belief or current expectations with respect 
to Marex’sbusinesses and operations, market conditions, results of operation and financial condition, capital adequacy, specific provisions and 
risk management practices. Readers are cautioned not to place undue reliance on these forward-looking statements which may be subject to 
change without notice. While reasonable care has been used in the preparation of forecast information, actual results may vary in a materially 
positive or negative manner. Forecasts and hypothetical examples are subject to uncertainty and contingencies outside Marex’scontrol. Past 
performance is not a reliable indication of future performance. 
The information in this presentation is current as at the date of publication. No part of this presentation may be redistributed, copied or 
reproduced without prior written consent of Marex. While reasonable care has been taken to ensure that the facts stated are fair, clear and not 
misleading, Marex does not warrant or represent (expressly or impliedly) the accuracy, completeness or fitness for purpose oruse of any 
information in this presentation. Any opinions expressed may be subject to change without notice. Marex accepts no liability whatsoever for any 
direct, indirect or consequential loss or damage arising out of the use of all or any of the data or information in this presentation.
This presentation has been approved by Marex Financial (“MF”). MF is incorporated under the laws of England and Wales (company no. 5613061, 
LEI no. 5493003EETVWYSIJ5A20 and VAT registration no. GB 872 8106 13) and is authorised and regulated by the Financial Conduct Authority 
(FCA registration number 442767). MF’s registered address is at 155 Bishopsgate, London, EC2M 3TQ.
©2022 Marex. All rights reserved.
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