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This report sets out our gender pay gap statistics
as at 5 April 2024 and provides an update on the
actions we are taking to reduce the pay gap.
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Diversity, Equity and Inclusion — including gender equality —
continues to be an important part of our culture at Lewis Silkin
and underpins our approach to work.

Throughout the past year, we have continued to work on
initiatives which will help us reduce our gender pay gap in the
longer term. Whilst this year’s report shows a mixed picture, we
are confident that we are on the right track and our gender pay
gap will diminish over time.

In two of the three figures we look at — ‘employees only’, and
‘whole firm’ - we have seen a closing of our gender pay gaps.
However, the whole firm pay gap remains stubbornly high.

We have also seen the ‘Partner only’ pay gap increase despite
an increase in the percentage of female Partners. (As new
partners generally have a lower profit share, an increase in the
percentage of female Partners also increases the gender pay gap
in the short term, this will reduce as these Partners progress in
their career with us.)

We continue to have gender balance at board level and in our
senior leadership roles (Legal Practice Group Heads, and Office
Heads). We also continue to develop our talent programmes,
which are designed to encourage colleagues to stay at and
progress within the firm. Promisingly, women have made up
69% of internal Partner promotions over the past two years.

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. We have systems in place which safeguard equal pay.

Gender pay gap figures involve calculating hourly rates and
comparing the average hourly rates for all men and women in
totality 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 more related to the demographic
balance at different levels of an organisation rather than
specifically to the rates of pay for men and women.

The median gender pay gap represents the middle point of a
population. To calculate this you must draw up a list of all the
hourly rates of pay for women and all the hourly rates of pay for
men at a particular employer. 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.
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Since the publication of our last Gender Pay Gap report —

and building on the success of our Pathways to Partnership
programme — we have introduced a firmwide Leadership
Development Programme aimed at our Business Teams. 59% of
current participants are women, and our hope is that the course
has a positive impact on retention and career progression.

This time last year we introduced our New Parent Policy, which
makes all new parents employed in our firm — irrespective of
role or gender — eligible for a full twelve months’ leave and six
months’ full pay. We have been delighted to see that over the
last year all eligible colleagues have taken up the policy; our
hope is that we are contributing to a shift away from traditional
gendered parenting roles in the UK.

These efforts should help us help us address the underlying
issues we face, move our gender pay gap in the right direction
and enable us to make a positive contribution to gender equality.

Lucy Lewis
Chair of the Partnership

The mean gender pay gap is the difference between the mean
hourly rate of pay for women, compared to 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.

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 the 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 want to share
information about our whole firm as it 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 legal requirements.

vtetlla.

Richard Miskella
Joint Managing Partner
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Our pay gap statistics

Targets

o reduction in the firm’s mean o of partners to be women by
M 40 /o and median gender pay gap W 45 /0 2027. Currently, around 30% of

between 2019 and 2027 Lewis Silkin partners are women

Employees only
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Mean gender pay gap 18.3% 16.1% 17.3% 18.2% 12.4% 14.0% 13.9% 12.9%
Median gender pay gap 34.1% 33.0% 28.2% 30.1% 20.4% 23.9% 25.9% 25.1%
Mean bonus gap 45.9% 41.8% 26.3% 27.3% -11.6% 18.8% 40.7% 28.0%
Median bonus gap 61.8% 39.5% 10.7% 15.9% 37.3% 15.6% 26.2% 13.8%
Proportion of men receiving a bonus 66.7% 68.4% 74.0% 74.0% 50.0% 75.0% 71.9% 67.6%
Proportion of women receiving a bonus 75.0% 59.8% 69.4% 72.2% 49.6% 74.8% 71.2% 78.8%

Partners only

23 2015 | 2020 | 2021 2022 | 2023 | 2024 ]

Mean gender pay gap 24.3% 29.8% 27.4% 19.6% 15.0% 11.5% 17.6%
Median gender pay gap 26.1% 44.3% 28.0% 8.3% 9.0% 21.8% 21.7%
Mean bonus gap 25.9% 32.0% 20.8% 33.3% 20.1% -1.7% -15.5%
Median bonus gap 33.3% 33.3% 25.0% 37.0% 14.3% 0.0% -16.7%
Proportion of men receiving a bonus 70.0% 69.2% 67.4% 72.6% 83.3% 87.0% 78.1%
Proportion of women receiving a bonus 46.7% 52.9% 87.5% 79.0% 86.7% 91.3% 64.0%
Whole firm
208 205 2020 | 2021 ]| 2022 [2023 | 2024
Mean gender pay gap 54.4% 61.4% 58.0% 56.2% 59.8% 57.3% 50.9%
Median gender pay gap 46.0% 46.3% 42.5% 41.9% 42.4% 42.3% 34.3%
Mean bonus gap 76.1% 68.7% 59.2% 55.7% 59.3% 60.0% 61.0%
Median bonus gap 73.2% 53.7% 56.9% 60.8% 68.0% 65.8% 61.5%
Proportion of men receiving a bonus 62.9% 72.6% 72.0% 57.6% 77.6% 76.8% 71.0%
Proportion of women receiving a bonus 66.8% 68.3% 73.1% 51.7% 75.4% 72.5% 77.8%

Percentage of women and men in each pay quartile (as at 5 April 2024)

a ZAN
ara & N2
Employees only Partners only Whole firm

Lower quartile 70.7% 29.3%

31.8% 71.2%

Lower-mid quartile 80.2% 31.8% 68.2%

65.5% 31.8% 68.2%

Upper-mid quartile

66.4% 33.6% 17.4% 82.6% 39.9% 60.1%

Upper quartile

0.0% 20.0% 40.0% 60.0% 80.0% 100.0% 0.0% 20.0% 40.0% 60.0% 80.0% 100.0% 0.0% 20.0% 40.0% 60.0% 80.0% 100.0%

[ % women M % men
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What steps are we taking to
improve our gender pay gap?

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 - we continue to:

1. 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 groundbreaking
parental leave policy)

2. Engage with schools and universities through our
mentoring and social mobility schemes, including
encouraging women to consider a career in law

Recruit - we continue to:

1. Hire for skills and capability first and foremost, and to:
— Ensure inclusive language in job adverts
— Target balanced candidate shortlists and interview panels

— Use anonymised training contract applications, and
monitor gender balance through to offer stage

%) Retain & develop

1. We are proud to see the impact of our Pathways to
Partnership programme start to become visible. If we look
at the last two years together, 11 out of 16 colleagues
(69%) promoted to partner have been women

2. We continue to provide flexibility around the structure of
the working day and around work location where we are
able to. We know that trusting and empowering our people
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3. Engage with students through our recently updated work

experience programme. We have introduced what we
believe is a unique initiative for our graduate interview
cohort - offering them all the opportunity to attend a
pre-interview networking event and therefore to
understand Lewis Silkin to an equal extent

. Review line manager recruitment training to ensure that

candidates’ experience of our recruitment process reflects
our ethos of bravery and kindness

. Use anonymised CVs for all early career level applications

to work in the way that suits them will enable them to
perform to the best of their ability

. We are now on the third cohort for our leadership

programme for Business Teams colleagues. 59% of current
participants are female, and our hope is that the course has
a positive impact on retention and career progression
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Future Plans

Culture & Advocacy

1. We remain committed to addressing every aspect of an 3. The success of our New Parent policy internally has provided
individual’s identity, encompassing (but not limited to) age, us with the opportunity to encourage others in the legal
gender, ethnicity, disability, faith and belief, sexual orientation, sector to take inspiration from our approach, and several
and socio-economic background. Last year we saw a 50% senior people in the firm have advocated for this externally.
increase in membership of our firmwide Employee Resource The structure of our policy has been shared with a number
Groups, further strengthening our knowledge of the of HR professionals, successfully influencing the design of
above characteristics. This presents us with an enhanced parental leave policies at their organisations

opportunity to share our knowledge and experience — and
to advocate for positive organisational cultures - with clients
or other external organisations

4. We continue to advocate for and support female staff to
enter, develop and remain within the firm and legal sector,
including providing advice on long term financial wellbeing

2. We were proud to launch our industry-leading New Parent and planning
policy in 2024. We will continue monitoring uptake of the
policy as well as tracking and comparing career progression
amongst those who take it and those who don't. Initial data
shows that an equal proportion of men and women have
taken advantage of the policy

Data - we will continue to:

1. Use data related to the employee lifecycle (attract, recruit, 2. Use progressive data techniques to ensure that hiring
retain and develop) to devise team level action plans that will decisions are understood and meta data is used by the firm
inform decision making and drive evidence-based activity to understand how each hire affects the gender make up

of our overall firm

Development

Aligned to our commitment to fully understanding our people, we will be introducing firmwide training on Inclusive Leadership. Our
objective is to increase colleagues’ awareness of barriers to understanding others, and in doing so further enhance our inclusive culture
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This report sets out our gender pay gap statistics
as at 5 April 2024 and provides an update on the
actions we are taking to reduce the pay gap.
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