
Having a Board that is 67% female is more than 
double the female representation on the Boards of 
FTSE 100 companies which is currently an average of 
29% (The Female FTSE Board Report 2018).

Our data shows that we are paying men and women 
equally for doing similar jobs across all levels. 

OUR 2018 GENDER 
PAY GAP REPORT

Pay

This table shows our median and mean pay gap based on net 
hourly rates of pay in 2018 compared to 2017. As required by 
the legislation these figures are net hourly pay rates and are 
not representative of annual salary. Net hourly pay figures 
are affected by salary sacrifice including childcare vouchers and 
pension contributions, which varies between individuals.

EQUAL PAY

Is being paid the same for 
the same/similar work.

PAY GAP

Is the difference in 
average pay between two 
groups in a workforce.
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MEAN

The average based on 
adding up all salaries and 
dividing it by the number 
of employees.

MEDIAN

The average based on the 
middle salary in a list.

Our gender pay gap is 
getting smaller
The median gender pay gap has fallen by 10.3% and 
our mean by 6.5%. Our median bonus gap remains at 
zero, while our mean bonus gap has fallen by 13.2%.

The number of women on our Board is increasing 
and from May 2019 our Board will be made up of six 
women and three men.



Proportion of men and women 
awarded a bonus

76.9%83.7%

As an employee-owned business 100% of eligible employees 
receive an equal profit share (pro rata for part time colleagues). 
Employees are eligible six months after completing their 
probation with the firm. 

This table shows the mean and median difference in 
the bonuses paid to men and women. 

When we adjust this figure to account for pro rata 
bonus payments women receive 2% higher bonus 
than men.

0.0%

12.5%

25.0%
20.2%

7%

14.61%

-2%
2017 
MEAN 2017 

MEAN
(pro rata)2018 

MEAN
2018 
MEAN

(pro rata)

Our lawyers are just as likely to be women as men, but the 
people in our administrative roles are mainly women. These are 
among our lower paid roles. Although our gender pay gap is 
falling, this is the factor that continues to have the biggest impact 
on our overall gender pay gap figures.
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The charts below illustrate gender distribution across the firm in 
four equally sized quartiles, and the mean gap between net hourly 
pay for men and women at each quartile.

Pay quartiles
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Bonus

The difference in numbers of men and women receiving a bonus is because we had more female new recruits who were not eligible for 
the profit share when the data snapshot was taken.



What does our data tell us?
Our gender pay gap is falling and we are confident that men 
and women are paid equally for doing equivalent jobs across 
our business. 

We have slightly more women than men in our most senior – and 
highest paid – roles. However, in our other three pay quartiles we 
have many more women. This is the reason for our overall gender 
pay gap. 

Stephens Scown is the first large law firm to introduce employee 
ownership and the majority of our bonus comes from an equal 
profit share, on a pro rata basis, among employee owners. Our 
profit share is equal, regardless of job role. This means a senior 
solicitor will take home the same profit share as an apprentice. 

Our mean bonus data shows a lower bonus for women, due to 
a greater percentage of women working part time in the firm. 
When we look at this figure on a pro-rata basis women receive 
2% higher bonus than men.

Our people are eligible to become employee owners six months 
after successfully completing their probation with us. The 
difference in numbers of men and women receiving a bonus 
is because we had more female new recruits who were not 
eligible for the profit share when the data snapshot was taken. 

Gender balance at Stephens Scown

At Stephens Scown we value the contribution that all of our 
people make. We are the first large law firm to introduce 
employee ownership. 2019 marks our fifth consecutive year in 
the Sunday Times 100 Best Companies to Work For – one of the 
most respected independent measures of employee engagement.

This emphasis on listening and responding to our people has 
influenced our approach to gender at the firm. Our Women in 
Law Group reports to our Board. The group has made several 
recommendations which have been introduced including: 
enhanced paternity leave, a new maternity handbook and team 
leader training.

We match our pay to the Living Wage Foundation minimum for all 
of our employees, including our six apprentices.

Ways we are tackling our gender pay gap include:

Family friendly policies
In 2018 we introduced enhanced flexible working. This is open to 
all and ensures that our colleagues who are caring for children 
or relatives who are elderly or unwell are able to balance their 
work and home lives. We have enhanced maternity and paternity 
packages, as well as providing additional support for female 
colleagues before, during and after their maternity leave.

Training
We support and develop our people, with training courses and 
mentoring for our future leaders. This support is being offered 
to lawyers and business support colleagues. Two thirds of the 
group who are going through the programme at the moment are 
women.

Promotion and recruitment
Several of our partners and managers work on a part-time 
basis and we work hard to ensure there are no barriers to 
promotion for part time workers. 

Similarly we are ensuring there are no barriers to women 
reaching full equity partner status in the firm.

In 2018 all of our partners, team leaders and directors took part 
in values and behaviours training, which included looking at 
ways of eliminating unconscious bias.

Pay reviews and appraisals
Pay is an issue which is agreed at board level. We strive to 
ensure that there is no bias in pay reviews and in setting pay 
for different roles we look at external factors including market 
rates for each role.

In 2018 we ran a project to ensure consistency in our approach 
to appraisals for colleagues in administrative roles.

Support
We are taking steps to improve mental wellbeing in our 
workplace. This has included mental health training for 
managers and free counselling sessions for colleagues who 
need extra support.

Stephens Scown LLP, Curzon House, 
Southernhay West, Exeter, Devon EX1 1RS

01392 210700
www.stephens-scown.co.uk / enquiries@
stephens-scown.co.uk


