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In this report, we present the 
socio-economic breakdown of our 
workforce, along with our 2025 social 
mobility pay gap statistics. We explain 
the factors contributing to these gaps 
and outline the actions we are taking 
to enhance social mobility both within 
Lewis Silkin and across the wider legal 
profession.
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Introduction

Social mobility remains one of the 
defining challenges facing the legal 
profession, and at Lewis Silkin we are 
determined to be part of the 
solution. Social mobility is a key part 
of the firm’s story.

Over the past year, we have 
continued to deepen our social 
mobility work — expanding our 
outreach, growing our mentoring 
programmes, and building new 
partnerships — because we believe 
that sustained, practical action is 
what drives real change. But this 
year’s pay gap data reminds us that 
progress is never linear.

We have grown significantly over the 
past year, welcoming many new 
colleagues to the firm. That growth is 
something to celebrate, but it also 
means our workforce – and our data 
– is in a period of transition. We have 
always been transparent about 
where we are on this journey.           

Our gaps are a snapshot to enable 
us to look more closely at our data, 
to ask ourselves where the problems 
lie, and how to solve them.

We can also point to genuinely 
positive indicators: first generation 
university graduates continue to be 
well represented at the most senior 
levels of our firm, and more than half 
of our partners in the upper pay 
quartile were the first in their family 
to attend university.

Diversity of socio-economic 
background isn’t just a matter of 
fairness – it drives better thinking, 
sharper advice, and stronger client 
relationships. We remain committed 
to ensuring that talented individuals 
from all walks of life can thrive and 
progress at Lewis Silkin, and to 
sharing what we learn with our 
clients, our contacts, and the wider 
profession.

Jo Farmer
Joint Managing Partner
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Our approach
We have followed guidance on data collection and analysis set out by the Social 
Mobility Commission and asked employees and partners to provide information 
about their background voluntarily. 

We have data relating to:

•	 Socio-economic background (based on parental occupation at age 14)

•	 Whether they received free school meals (if they attended school after 1980)

•	 Whether they attended a state school (and if so whether comprehensive or 
selective/grammar) or private school

•	 Whether either of their parents graduated and gained a degree

Using this information, we applied the same methodology used in gender pay 
gap reporting in order to calculate a series of pay gap statistics, using 5 April 
2025 as our “snapshot” date. We referred to the Social Mobility Foundation’s 
guidance1.

In this report we have also included a breakdown of the socio-economic profile 
of our workforce.

1	 “Leaving the Playing Field”
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https://tsmf.sharepoint.com/sites/SMF-External/Shared Documents/Forms/AllItems.aspx?id=%2Fsites%2FSMF%2DExternal%2FShared%20Documents%2FAdvocacy%20%26%20Campaigns%2FLevelling%20The%20Playing%20Field%20%2D%20A%20practical%20guide%20for%20calculating%20your%20socioeconomic%20pay%20gap%2Epdf&parent=%2Fsites%2FSMF%2DExternal%2FShared%20Documents%2FAdvocacy%20%26%20Campaigns&p=true&ga=1


Our workforce

4

Working class 
background1 Intermediate Professional

Received 
free school 
meals

Attended 
comprehensive 
/ academy

Attended 
private / 
public school 
(without a 
bursary)

Attended 
private / 
public school 
(with a 
bursary)

Attended 
grammar /
selective 
state funded 
school

Attended 
school 
outside of UK

First in family 
to graduate 
from 
university

PAs/
Secretaries 51.4% 5.7% 42.9% 25.0% 78.3% 2.2% 0.0% 19.6% 0.0% 15.0%

Junior 
Business 
Services 

38.0% 8.0% 54.0% 18.8% 66.2% 12.2% 0.0% 18.9% 2.7% 40.5%

Senior 
Business 
Services

26.1% 4.3% 69.6% 12.2% 50.6% 17.7% 1.3% 22.8% 7.6% 33.3%

Junior legal 
roles 
(Paralegal to 
Associate)

19.0% 11.4% 69.6% 12.9% 56.1% 21.4% 1.0% 14.4% 7.1% 61.9%

Senior legal 
roles 
(Senior 
Associate 
to Legal 
Director)

27.4% 3.2% 69.4% 4.5% 49.0% 26.8% 0.7% 20.8% 2.7% 51.4%

Other legal 
roles 18.8% 7.2% 73.9% 4.3% 50.0% 25.6% 1.3% 21.8% 1.3% 57.4%

Partner 29.2% 1.4% 69.4% 6.7% 46.1% 35.5% 1.3% 14.5% 2.6% 40.9%

Employees 
only 27.5% 6.9% 65.7% 12.2% 56.7% 19.1% 0.7% 19.3% 4.3% 45.1%

Whole firm 27.8% 6.0% 66.3% 11.3% 55.2% 21.5% 0.8% 18.6% 4.0% 44.5%

National 
averages 39.0% 24.0% 37.0% 15.0% 92.5% 7.5% 67.0%

1	 This is determined using parental occupation at age 14 - we follow the recommendations set out by the Social Mobility 
Commission in its employer toolkit. Although research shows that parental occupation is the best measure of socio economic 
advantage, we recognise that it is only one indicator, which is why we have chosen to report across different measures.

In this section we publish data on the socio-economic profile of our workforce 
as of 5 April 2025.
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Class Free school 
meals

Types of 
school 
attended

First 
generation 
to attend 
university

Responce 
rates 71.1% 77.7% 85.2% 50.6%

Our response rates remain high for three of our four data points. We need to improve our dataset set covering 
those who were first generation to attend university.
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Socio-economic background or “class”
What is this?
The Social Mobility Commission recommends defining an individual’s socio-economic background using the 
occupation of the highest earner in their household when they were aged 14. Using this guidance, we asked 
people to choose from a range of options. We then grouped these choices according to the guidance.

According to the guidance, examples of ‘working class’ occupations include electrician, farm worker, train 
driver, cleaner, security guard and plumber. Examples of ‘intermediate class’ occupations are secretary, 
call centre agent, nursery nurse and restaurant manager. Examples of ‘professional class’ occupations are 
teacher, nurse, accountant, solicitor, scientist and police officer.

Our pay gap statistics
These statistics are calculated by comparing the average (mean/median) person of a working class 
background against the average person who is not from this background. Positive values (i.e. greater than 
0%) show that the mean/median person from a working class background is paid less than the mean/median 
person not from this background. Negative values (i.e. less than 0%) show the reverse.

Employees only Partners only Whole firm

Mean pay gap 18.3% 2.8% 8.0%

Median pay gap 25.0% 23.0% 14.7%

Mean bonus pay 12.4% -0.9% -2.5%

Median bonus gap 8.5% 25.0% 16.8%

Proportion of 
intermediate/
professional class 
people who received a 
bonus

79.9% 84.3% 80.6%

Proportion of working 
class people who 
received a bonus

75.0% 81.0% 76.0%

Lower quartile 
(percentage of working 
class people)

37.9% 44.4% 37.1%

Lower-mid quartile 
(percentage of working 
class people)

29.9% 16.7% 29.2%

Upper-mid quartile 
(percentage of working 
class people)

28.7% 22.2% 21.9%

Upper quartile 
(percentage of working 
class people)

15.9% 33.3% 24.8%
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Our class pay gaps have increased this year across employees, partners, and the whole firm. In 2024, our gaps 
were negative, indicating that those from working class backgrounds were, on average, paid slightly more 
than those not from this background. This year, the gaps have moved into positive territory, meaning those 
from working class backgrounds are now on average paid less.

It is important to place these figures in context. Over the past year, we have experienced significant growth 
in headcount. A substantial number of new colleagues have joined the firm, while others have moved on. This 
level of change in workforce composition can have a pronounced effect on pay gap statistics, particularly 
when a pay gap is calculated by reference to a subset of the workforce. At the same time, our dataset remains 
incomplete: not all new joiners will have provided their socio-economic background data, and response 
rates among newer colleagues may be lower. This means year-on-year movement should be interpreted 
with caution, and we would not draw firm conclusions from a single year’s shift during a period of significant 
organisational change. Trends are what are important.

As in previous years, class has some correlation with age due to the way it is determined — based on parental 
occupation at age 14. This means that older individuals may be more likely to have been classified as ‘working 
class’.

Among Partners, working class representation in the upper quartile remains relatively strong at 33.3%, similar 
to 2024.

We are committed to monitoring these figures closely as our workforce composition stabilises and our 
dataset becomes more complete. We will be examining this data alongside our broader social mobility 
initiatives to ensure that talented individuals from all backgrounds continue to have equal opportunities to 
progress and be rewarded fairly at Lewis Silkin.
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Free school meals
What is this?
We asked people to state whether they received free school meals at any point during their education.

This is a measure of extreme economic disadvantage. The poorest 15% of the UK population receive free 
school meals. By measuring this, we hope to understand the degree to which our workplace is accessible to 
the poorest in society.

Our pay gap statistics
These statistics are calculated by comparing the average (mean/median) person of who received free 
school meals against the average person who did not receive free school meals. We followed Social Mobility 
Commission guidance and excluded anyone who did not attend school after 1980.

Employees only Partners only Whole firm

Mean pay gap 28.7% -62.6% 15.1%

Median pay gap 35.6% -132.8% 43.7%

Mean bonus pay 20.4% -79.6% -4.4%

Median bonus gap 12.0% -66.7% 20.6%

Proportion of people 
who DID NOT receive 
free school meals who 
received a bonus

76.4% 82.9% 77.5%

Proportion of people 
who DID receive free 
school meals who 
received a bonus

81.6% 100.0% 83.3%

Lower quartile 
(percentage who 
received free school 
meals)

20.8% 0.0% 20.0%

Lower-mid quartile 
(percentage who 
received free school 
meals)

13.5% 5.3% 13.2%

Upper-mid quartile 
(percentage who 
received free school 
meals)

10.4% 5.3% 7.0%

Upper quartile 
(percentage who 
received free
school meals)

4.2% 15.8% 5.2%
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Our free school meals pay gaps present a mixed picture this year.

Among employees, our pay gaps have widened compared to last year. The proportion of free school meals 
individuals in the lower pay quartile has increased from 13.2% to 20.8%, while representation in the upper 
quartile has decreased from 7.6% to 4.2%. As with our class pay gap figures, this may in part reflect the intake 
of new joiners at more junior levels during a period of significant firm growth, though we recognise that the 
direction of travel requires close attention.

Among partners, the gaps are heavily negative, meaning that partners who received free school meals are, 
on average, paid significantly more than those who did not. Given the very small numbers involved, we would 
caution against reading too much into the scale of these figures — it’s more likely that they are likely driven by 
the specific circumstances of a handful of individuals rather than reflecting a systemic pattern.

Finally, it’s worth noting that these gaps are calculated from a small minority, and using an incomplete dataset. 
As such, the figures should be interpreted with particular caution. We will continue to monitor these figures 
closely, particularly as our workforce composition stabilises following a period of growth, and as more of our 
newer colleagues provide their socio-economic background data.
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Type of school attended
What is this?
We asked people to state what type of school they attended at age 14. This is a measure of extreme economic 
advantage. The options were:

•	 State comprehensive / academy

•	 Grammar / selective state school

•	 Private / public school (with a bursary)

•	 Private / public school (without a bursary)

Our pay gap statistics
These statistics are calculated by comparing the average (mean/median) person who went to a state 
comprehensive / academy against the average person who did not go to a state comprehensive / academy.

Employees only Partners only Whole firm

Mean pay gap -6.1% -50.7% -13.1%

Median pay gap -11.0% -153.8% -2.7%

Mean bonus pay -0.8% -45.5% -29.4%

Median bonus gap 27.7% -66.7% 14.5%

Proportion of those 
who DID NOT attend a 
tate comprehensive/
academy that received 
a bonus

79.2% 81.5% 79.5%

Proportion of those 
who DID attend a 
state comprehensive/
academy that received 
a bonus

69.8% 100.0% 73.2%

Lower quartile 
(percentage who went 
to state comprehensive/
academy)

22.6% 5.3% 19.8%

Lower-mid quartile 
(percentage who went 
to state comprehensive/
academy)

13.1% 15.8% 15.2%

Upper-mid quartile 
(percentage who went 
to state comprehensive/
academy)

16.0% 5.3% 17.6%

Upper quartile 
(percentage who went 
to state comprehensive/
academy)

23.4% 31.6% 19.8%
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In the UK, 7.5% of people went to a private/public or grammar school (either with or without a bursary). In our 
workplace, and in common with the rest of the legal industry, people from this background continue to be 
overrepresented, though we note that the composition of our workforce has changed considerably this year 
following a period of significant headcount growth.

The most notable shift this year is in our whole firm pay gap, which has moved from a positive figure of 
34.9% (mean) in 2024 to a negative figure of -13.1%. This means that, on average, those who attended a state 
comprehensive or academy are now paid more than those who did not. This is a reversal of the position last 
year, when the large whole firm gap was driven by the difference in proportions between employees and 
partners who had attended selective or private education — with partners, who are the highest earners, being 
significantly more likely to have done so.

Among employees only, our mean pay gap remains modestly negative at -6.1%, broadly consistent with last 
year, whilst the median has shifted from a small positive figure (2.3%) to -11.0%. Among partners, the gaps 
have become heavily negative (-50.7% mean, -153.8% median). Given the very small number of partners in 
each category, these figures are likely driven by the specific circumstances of a handful of individuals and 
should not be taken as indicative of a systemic pattern.

We note that the proportion of state comprehensive/academy attendees across the employee pay quartiles 
has changed materially compared to last year. This may reflect changes in workforce composition and 
data completeness following our growth over the past year, and we will be examining this data further as the 
dataset matures.

Despite the overrepresentation of those who attended private or selective schools — a feature all too 
common to the legal profession — our pay gap data does not suggest that this translates into a systematic 
pay advantage within the firm. Indeed, the negative gaps at the whole firm level suggest the reverse. However, 
given the degree of change in our workforce this year, we would caution against drawing firm conclusions 
from a single year’s figures. We will continue to track these statistics as our workforce composition stabilises 
and our dataset becomes more complete.
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First generation university
What is this?
We asked people “if you went to university, were you the first generation in your family to do so?”.

Although this is not a measure of social background, attending university gives a nuanced form of cultural 
advantage, as organisational cultures can favour graduates. Being the ‘first in family’ to attend signals 
that someone may have had a potential lack of support to navigate university and entry into the graduate 
workforce. If pay gaps calculated on this basis are high, it suggests that people with that advantage may be 
more likely to succeed. They may find it easier to be recruited and have successful careers.

Our pay gap statistics
These statistics are calculated by comparing the average (mean / median) person of who was the first 
generation in their family to graduate from university against the average (mean / median) person who is not 
the first generation in their family to graduate from university. We excluded all people who did not wish to 
provide this information or who had not provided any response.

Employees only Partners only Whole firm

Mean pay gap -3.3% -27.8% -8.9%

Median pay gap -16.9% -19.0% -7.8%

Mean bonus pay 15.5% -75.4% -32.8%

Median bonus gap 10.5% -33.3% 7.1%

Proportion of those 
who WERE NOT first 
generation to attend 
university who received 
a bonus

74.0% 76.9% 74.4%

Proportion of those who 
WERE first generation 
to attend university who 
received a bonus

71.7% 83.3% 73.2%

Lower quartile 
(percentage of people 
who were the first 
generation to graduate 
from university)

49.2% 27.3% 46.1%

Lower-mid quartile 
(percentage of people 
who were the first 
generation to graduate 
from university)

31.3% 27.3% 34.7%

Upper-mid quartile 
(percentage of people 
who were the first 
generation to graduate 
from university)

40.6% 54.5% 52.0%

Upper quartile 
(percentage of people 
who were the first 
generation to graduate 
from university)

56.9% 54.5% 43.4%
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Our pay gaps on the “first generation university” measure remain negative across all categories, 
meaning that first generation university graduates at Lewis Silkin are, on average, paid more than 
those whose parents also attended university. Among employees, the mean pay gap is unchanged at 
-3.3%, while the median has moved from a small positive figure of 6.5% in 2024 to -16.9% this year. 
Among partners, the gaps have become more markedly negative, though given the small numbers 
involved, these figures can be significantly affected by the circumstances of a handful of individuals.

We are pleased to see that first generation representation in the upper pay quartile has increased 
for both employees (from 45.1% to 56.9%) and Partners (from 47.1% to 54.5%). This suggests that 
those who were the first in their family to attend university are well represented at more senior and 
higher-paid levels within the firm. Among our lawyers, a higher proportion of our partners continue 
to come from first generation university backgrounds than our overall workforce, which remains a 
positive indicator of social mobility within the firm. As noted in previous years, this may also reflect 
generational trends: many partners are older, and university attendance has increased significantly 
over the past 20–30 years.



What we are doing to improve social mobility
We are taking a number of steps to improve social mobility, within both our firm 
and our industry.

Social mobility schools outreach
We deliver remote and in-person careers events to secondary school students (mostly Year 10 and 
above) predominantly in areas with low social mobility (known as social mobility ‘cold spots’) and areas of 
deprivation. Over the 2025/26 financial year, we ran 21 sessions in schools that meet our social mobility 
criteria.

As passionate advocates for social mobility, we exploit our position as advisors to many large employers 
in various sectors by encouraging clients to take part in our outreach events. These events aim to 
raise aspirations and provide the advice and support needed to achieve them. Through our follow up 
communications and support, we build lasting relationships. Attendees at our cold spot and social mobility 
events have gone on to subsequently win our essay competitions, take part in our mentorship scheme and 
carry out work experience at the firm.

Mentoring schemes
Our mentoring scheme is a nine-month programme for students aged 16-18, many of whom attend school 
in social mobility cold spots. Our mentors meet regularly with their mentees and help them with their career 
aspirations (in the legal sector or otherwise) by offering advice, information and resources about various 
paths, whether related to university, apprenticeships or job experience. Our mentors come from across 
the firm including lawyers, accountants, paralegals and project managers. We currently have 36 mentor-
mentee pairings. We strive to offer integrated opportunities, including in-person office visits to meet with 
their mentors and work experience opportunities.

Internal mentoring
We have continued to progress our internal mentoring programme targeted at those from less advantaged 
socio-economic backgrounds.

We surveyed staff and found that a large proportion of those who self-identified as working class felt that 
mentoring would help with their career progression. We acted on that feedback by building a structured 
programme which aims to facilitate a reciprocal mentoring relationship between two colleagues.

Colleagues meet on a monthly basis to discuss opportunities and career progression. Both mentors 
and mentees have found clear benefits from spending time building the mentoring relationship. Junior 
colleagues have responded that they have learned a lot from their mentor, while more senior colleagues 
have reported that it has been useful to learn more about the successes and challenges facing colleagues 
at the firm.

Our scheme continues to develop as we build the number of mentor-mentee pairings. We have built strong 
foundations which we plan to build on. We are building a more structured framework around the scheme. 
This will optimise and develop the scheme in a way that will maximise positive outcomes for participants.
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Social mobility employer index
We continue to be well placed in the social mobility index. We have been consistently ranked as a top 75 
employer since 2021 We are committed to maintaining our high ranking on the Social Mobility Foundation’s 
Employer Index.

We have achieved this brilliant result because of our dedicated and committed social mobility group. 
Made up of more than 30 individuals from across the firm, the group is empowered to take action on the 
feedback we receive from the Social Mobility Employer Index.

Improving access to the legal sector: apprenticeships
We have embraced alternative methods of accessing the legal sector, and have a number of apprentices 
in the firm in both legal and non-legal roles.

Our first cohort of solicitor apprentices joined the firm in 2021 and will qualify in 2027. In September 2022 we 
also welcomed our third solicitor apprentice to the firm, and in September 2024 we welcomed two more.

We now have a total of five solicitor apprentices in the firm and during the 26/27 financial year, two more 
solicitor apprentices will join the firm.

Social mobility week
We hold an annual social mobility week in January each year. In 2025, we shared a series of blogs written 
by our workforce about their own social mobility stories. We also shared film, book and documentary 
resources to help raise awareness of social mobility issues. We ran a survey to find out more about 
perceptions of class within the firm and track the effectiveness of our activities at driving change but also 
perceptions of change.

External events
We have continued our event series, welcoming Resham Kotecha, Global Head of Policy at the ODI, and 
the Deputy Chair of the Social Mobility Commission for an event focused on the collection and usage of 
social mobility data.

Participants joined round tables, each on a different topic and anchored by a Lewis Silkin host, with the aim 
of all participants collaborating, sharing expertise, comparing strategies, and co-developing solutions to 
common challenges. The discussions aimed to highlight actionable tips for employers, such as building 
strong data foundations, turning insight into impact, and measuring what matters to drive meaningful 
progress.

This series is about equipping employers with practical tips that they can implement to improve social 
mobility and outcomes for those from lower socio-economic backgrounds. We are passionate advocates 
for social mobility.

Our event series continues, with planning having started for two events in 2026/27.

Data and analysis
We have proactively built an internal social mobility dataset. By being open and transparent about our 
objectives, the vast majority of our workforce has chosen to voluntarily provide data about their socio-
economic backgrounds, which we use to inform decision making.
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Sutton Trust
We’re proud to support the Sutton Trust, a charity that champions social mobility through programmes, 
research and policy influence. Through our partnership, we work together to help young people from 
disadvantaged backgrounds access the legal profession and drive social mobility. We support the Sutton 
Trust’s Pathways to Law programme, levelling the playing field when it comes to accessing networks, 
information, and critical work experience placements.

In the last, year, we hosted two Sutton Trust students for work experience in our Cardiff office, focusing 
on geographical areas with the greatest need. We also organised two internal events with the Trust. One 
addressed accent bias and social mobility, with approximately half of the firm attending. The second event 
addressed the importance of early years and reading in the context of social mobility, connecting with our 
existing primary school reading schemes and aiming to increase staff awareness of social mobility issues, 
aligning with our key partnership objectives. Additionally, six of our colleagues volunteered and represented 
the firm at various events as part of Sutton Trust’s Pathways to Law programme. Through mentorship, 
advice, and sharing their personal experiences, our volunteers played a crucial role in inspiring the next 
generation of talent.

Since our partnership commenced, we have fundraised nearly £41,000 for the Sutton Trust cause.

Prime
We are a member of PRIME (an alliance of law firms across the UK and Republic of Ireland determined 
to improve access to, and socio-economic diversity within, the legal profession). As part of our PRIME 
commitment, we offer work experience placements for students from less privileged backgrounds who 
might otherwise not have the opportunity to access careers in the legal world.

Rare
We use the Rare Contextual Recruitment System for our graduate roles, which uses data to help us identify 
candidates with the greatest potential. The system compares the economic and social circumstances of 
applicants to produce contextual data on every candidate, allowing us to spot talent we might otherwise 
have missed, and ensure we build an even richer and more diverse staff population.
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Progress on Targets
We have set a number of challenging targets to push ourselves to do more in a range of areas:

•	 Carry out at least 20 outreach sessions each year in social mobility cold spot areas and areas of 
high deprivation

•	 Maintain a ranking within the top 75 employers for social mobility in the UK

•	 By 2033, to have one or more previous attendees of a social mobility cold spot outreach event 
working for the firm as a qualified solicitor
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This report sets out our gender pay gap 
statistics as at 5 April 2025 and provides 
an update on the actions we are taking to 
reduce the pay gap. 
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