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Introduction

Diversity, equity and inclusion – including 
gender equality – are an important part of  
our culture at Lewis Silkin and underpin our 
approach to work. 

We have continued to pursue initiatives which 
will help us reduce our gender pay gap in the 
longer term. Whilst the data published in this 
report continues to show a mixed picture, we 
are confident that we are on the right track 
and that our sustained efforts are beginning  
to deliver more meaningful results.

In the mandatory ‘employees only’ figures 
(which do not include Partners) our mean 
gender pay gap has reduced from 12.9% to 
6.4%, and our median pay gap has fallen from 
25.1% to 16.5%. And in the optional ‘whole firm’ 
figures, we’ve seen an encouraging increase in 
women represented in the upper pay quartile, 
rising from 39.9% in 2024 to 44.6% in 2025, 
although the whole firm mean pay gap has 
slightly increased (by 1%).

Our partner pay gap has also risen, reflecting 
the fact that new partners generally have a 
lower profit share. Women have made up 67% 
of internal partner promotions over the past 
three years, and as the proportion of female 
partners grows (to 32% in 2025, up from 30% 
in 2024), so does the partner pay gap in the 
short term. However, we are confident that 
over time this will reduce as these partners 
progress in their careers with us - and we are 
of course extremely pleased to see a growing 
number of female partners.  

We continue to have gender balance at  
board level and in our senior leadership roles, 
including legal practice group heads and  
office heads. This year, we’ve also looked  
at succession planning by examining senior 
positions in our business teams. I’m pleased  
to report that women hold 75% of the roles 
immediately below our board level positions, 
which is encouraging as we look to achieve  
a better gender balance within our senior 
business team roles.

The People Management Programme for 
colleagues in our business teams – which we 
introduced to improve retention and enable 
career progression - had 85% female 
attendees in 2025, up from 59% the  
year before. 

We continue to see strong uptake of our New 
Parent Policy, under which all new parents in 
the firm – irrespective of role or gender – 
benefit from twelve months’ leave and six 
months’ full pay. All eligible colleagues took up 
the policy during FY2025, with a slightly higher 
proportion of men (5.2%) than women (3.4%) 
doing so. Our aim is to contribute to a shift 
away from traditional gendered parenting  
roles in the UK.

Closing our gender pay gaps remains a 
challenge, as it does for many organisations. 
Nonetheless we remain fully committed to 
supporting greater gender equality and to 
continuing efforts to address the key issues  
we face. 

Lucy Lewis
Chair of the Partnership
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What is meant by ‘gender pay gap’? 
The gender pay gap is not the same as equal pay. Equal 
pay is about ensuring that men and women doing the 
same sort of work are paid the same. We are confident 
that across our partnership there is no equal pay gap for 
men and women doing the same work, and have systems 
in place that safeguard this. 
Gender pay gap figures involve calculating hourly rates and comparing the 
average hourly rates for all men and women across a business. This means that 
these figures do not compare the pay of people in the same roles. As a result, 
gender pay gap figures tend to be related more to the demographic balance at 
different levels of an organisation than to the rates of pay for men and women. 

The median gender pay gap represents the middle point of a population (ie all 
colleagues within an organisation whose pay data is being analysed). To calculate 
this involves drawing up a list of all the hourly rates of pay for women and all the 
hourly rates of pay for men; the median pay gap is the difference between the 
figures for the woman in the middle of the woman’s list and for the man in the 
middle of the men’s list. 

The mean gender pay gap is the difference between the mean hourly rate of 
pay for women and the mean hourly rate of pay for men. Mean hourly rates are 
calculated by adding up the hourly rates for all individuals and dividing this by the 
number of individuals. The mean figures can be distorted by one or two very high 
or very low earners.
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About this report
Our report has two sections.

1. �The first section shows three sets of gender pay gap statistics: employees only, 
partners only, and whole firm.

2. �The second section sets out the actions we are taking to reduce our gender 
pay gaps.

Although it is not a statutory requirement, we choose to share information about 
our whole firm as this better reflects the overall gender balance at Lewis Silkin. 

The data is accurate for all groups as at 5 April 2025. As partner remuneration 
varies each month, we have calculated partner hourly rates using annualised 
data; this is the approach endorsed by the Law Society. 

We confirm the data reported is accurate and has been calculated according to 
the relevant legal requirements.

Julia Paulding
Chief People Officer

Jo Farmer
Joint Managing Partner

Richard Miskella
Joint Managing Partner



Our pay gap statistics

Whole firm

Percentage of women and men in each pay quartile

Employees only  Partners only
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Lower quartile

44.6% 55.4%

100%0% 100%0%

68.3% 31.7%Upper quartile

66.9% 33.1% 65.1% 34.9% 54.5% 45.5%

Upper-mid quartile

76.4% 23.6% 80.8% 19.2% 27.3% 72.7%Lower-mid quartile

70.1% 29.9% 66.7% 33.3% 22.7% 77.3%

100%0%

22.7% 77.3%

% Women % Men

Whole firm

Employees only

 Partners only

2021 2022 2023 2024 2025

Mean gender pay gap 56.2% 59.8% 57.3% 50.9% 51.9%

Median gender pay gap 41.9% 42.4% 42.3% 34.3% 23.3%

Mean bonus gap 55.7% 59.3% 60.0% 61.0% 62.8%

Median bonus gap 60.8% 68.0% 65.8% 61.5% 28.2%

Proportion of men receiving a bonus 57.6% 77.6% 76.8% 71.0% 78.5%

Proportion of women receiving a bonus 51.7% 75.4% 72.5% 77.8% 73.9%

2021 2022 2023 2024 2025

Mean gender pay gap 12.4% 14.0% 13.9% 12.9% 6.4%

Median gender pay gap 20.4% 23.9% 25.9% 25.1% 16.5%

Mean bonus gap -11.6% 18.8% 40.7% 28.0% 9.8%

Median bonus gap 37.3% 15.6% 26.2% 13.8% -11.8%

Proportion of men receiving a bonus 50.0% 75.0% 71.9% 67.6% 76.0%

Proportion of women receiving a bonus 49.6% 74.8% 71.2% 78.8% 74.1%

2021 2022 2023 2024 2025

Mean gender pay gap 19.6% 15.0% 11.5% 17.6% 22.1%

Median gender pay gap 8.3% 9.0% 21.8% 21.7% 41.7%

Mean bonus gap 33.3% 20.1% -1.7% -15.5% 9.9%

Median bonus gap 37.0% 14.3% 0.0% -16.7% 25.0%

Proportion of men receiving a bonus 72.6% 83.3% 87.0% 78.1% 85.0%

Proportion of women receiving a bonus 79.0% 86.7% 91.3% 64.0% 71.4%



What steps are we taking to 
improve our gender pay gap?

Ideas + People

The gender pay gap is a complex issue for any 
employer, and is impacted by a variety of factors. 
There is no one easy solution, but we are committed 
to gender equality and to trying to reduce our gender 
pay gaps. Recent actions and ongoing activities are 
listed below.

Attract

Recruit

We continue to review the wording of job descriptions to ensure they are attractive 
to all candidates. We provide clear information on our benefits package, including 
on our industry-leading new parent leave policy, which we know is an important 
factor for prospective employees.

We continue to engage with schools and universities through our mentoring and 
social mobility schemes; encouraging women to consider a career in law is one 
element of this. Our work experience programme remains an important part of  
our early talent strategy.

We continue to hire for skills and capability first and foremost, and maintain the 
positive actions established in previous years:

•	 Ensuring inclusive language in job adverts

•	 Targeting balanced candidate shortlists and interview panels

•	 Using anonymised training contract applications, and monitoring gender balance 
through to offer stage

•	 Using anonymised CVs for all early career level applications
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What steps are we taking to 
improve our gender pay gap?
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Retain & develop

We are proud to see the continued impact of our Pathways to Partnership 
programme. Women have made up 67% of internal Partner promotions over the 
past three years, demonstrating that our investment in developing female talent 
is delivering results. We are continuing to build on this programme. Outside of the 
reporting period (in 2026), we developed an event specifically for Associates, giving 
them the opportunity to proactively build connections across the firm, and get  
a clearer picture of the work happening across every practice group. 

Our People Management Programme for colleagues in our business teams 
continues to have a positive impact on retention and career progression. In 2024 
59% of participants were women, rising to 85% of participants in 2025. 

Following cross-industry best practice highlighted in the FTSE Women Leaders 
Review1, we have also analysed our Business Teams to understand how many 
women we have at the ‘leadership minus one’ position (defined as roles directly 
reporting directly to one of our Chief Officers). This showed that 75% of our 
leadership population are women, showing our strong female leadership pipeline 
within these teams.  

We continue to provide flexibility around the structure of the working day 
and around work location where we are able to; our belief is that trusting and 
empowering our people to work in the way that suits them best enables them  
to perform to the best of their ability.

 1 The FTSE Women Leaders Review an independent, UK government-backed initiative aimed at increasing women’s representation in 
senior leadership and boardrooms among FTSE 350 companies and 50 top private firms.
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Future plans
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Culture & advocacy

We remain committed to addressing every aspect of an individual’s identity, 
encompassing (but not limited to) age, gender, ethnicity, disability, faith and belief, 
sexual orientation, and socio-economic background. 

During 2025 we saw growing numbers of colleagues joining our Employee Resource 
Groups (ERGs). Nearly 19% are now a member of at least one ERG, up from 14% 
the previous year, and we remain committed to increasing membership and 
engagement. A continued focus on engagement strengthens our understanding  
of the diverse experiences within our firm, and enables us to share knowledge  
and advocate for positive organisational cultures with clients and other  
external organisations.

We are pleased to see that all colleagues who were eligible for our New Parent 
Policy during FY2025 took it up. Notably, a slightly higher proportion of men (5.2%) 
than women (3.4%) took advantage of the policy, reflecting our hope that we are 
contributing to a shift away from traditional gendered parenting roles. Our next step 
will be to start reporting on employee lifecycle trends in relation to parental leave. 

We continue to sponsor and support external organisations, such as Women in 
Work, which bring together professionals to address gender inequalities across 
industries. By advocating for progressive parental leave policies (and sharing  
our own documentation with other firms) we hope to positively influence such 
policies elsewhere.

For International Women’s Day 2026, we celebrated female leadership in the firm 
with an event that showcased colleagues’ professional journeys and the challenges 
they have navigated along the way.

Following on our 2024 event for International Women’s Day event about women’s 
hormonal health, in 2025 we held an event on men’s hormonal health for 
International Men’s Day, ensuring that men are included in conversations about 
wellbeing at work. We will continue to seek opportunities to reflect on issues that 
affect people (directly or indirectly) in different ways, and to build understanding 
and empathy so that all colleagues can become better allies. This approach is an 
important part of holistically tackling gender pay gaps. 

We continue to offer specialist menopause support through our private healthcare 
provider, recognising that the effects of menopause and perimenopause can have  
a negative impact on a woman’s career. 

Ideas + People
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Future plans
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Data & targets

Development

We continue to use data related to the employee lifecycle (attraction, recruitment, 
retention and development) and to devise team-level action plans that inform 
decision making and drive evidence-based activity. We also use progressive data 
techniques to ensure that hiring decisions are understood and that metadata is 
used by the firm to understand how each hire affects the gender make-up of our 
overall firm.

In 2025, we redefined our targets for social mobility and race and ethnicity to mirror 
the timescales of our gender targets, with a target date of 2029. We will be making 
all of our aspirations public and have agreed a robust approach to making progress 
and ensuring accountability across the firm for achieving them.

As part of our commitment to fully understanding our people, we continue to 
emphasize the importance of cultural awareness. We continue to provide firmwide 
training on inclusive leadership, and use external experts to ensure that we are 
incorporating third party insight into our people development activities. 

We continue to gather and analyse data on how our people benefit and  
develop from the training we provide, allowing us to assess whether there has 
been accelerated progression for colleagues who have participated in our 
development programmes.
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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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