
Our median bonus pay gap remains at 0% while our 
mean bonus gap has reduced by more than half from 
14.3% to 6.1%.

The number of women on our Board remains high 
at over 60% – this is well above the average female 
representation on the Boards of FTSE 100 companies 
which is currently at an average of 39.1% according 
to data published in a new report by the government-
backed FTSE Women Leaders Review). 
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GENDER PAY 
GAP REPORT

Pay

This table shows our median and mean pay gap based on hourly 
rates of pay in 2021 compared to 2020. Our gender pay gap 
figures are calculated in line with Government guidelines, based 
on hourly pay excluding overtime. This enables us to consider 
the gender pay gap across our workforce. Hourly pay is the sum 
of ordinary pay and any bonus pay (including any pro-rated 
bonus pay) that was paid in the pay period which ends on the 
snapshot date.

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.

The median gender pay gap at the firm has fallen by 
5.7% from 47.1% (2020 report) to 41.1%, and while our 
mean pay gap has risen by 9.4% from 24.1% to 33.5%, 
the main contributing factor for this is that the Firm 
has a significantly higher percentage of women 
working in administrative roles which, like in most 
law firms, are likely to be amongst lower paid roles.  
Our data shows that we are paying men and women 
equally for doing similar jobs across all levels.



Proportion of men and women 
awarded a bonus

79.6%81.9%

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.

The table shows the mean and median difference in 
the bonuses paid to men and women. 
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Our lawyers are just as likely to be women as men, but the 
people in our administrative roles are among our lower paid 
roles. Although our mean gender pay gap is falling, this is the 
factor that continues to have the biggest impact on our overall 
pay gap figures.

The charts below illustrate gender distribution across the firm in 
four equally sized quartiles, and the mean gap between hourly pay 
for men and women at each quartile.

Pay quartiles
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Bonus

The above shows a slight difference in numbers of men and 
women receiving a bonus when the snapshot was taken due 
to a higher proportion of men to women qualifying for the 
Scownership profit share.



What does our data tell us? 
Our median pay gap has reduced this year, and although our 
mean gender pay gap has risen slightly, 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. When comparing figures in individual 
pay quartiles, mean hourly pay is higher for women in the lower, 
the mean gender pay gap in the Lower Middle quartile and upper 
middle quartile is slightly higher for men, while the upper quartile 
has reduced to 10%.

Gender balance at Stephens Scown 
At Stephens Scown we value the contribution that all our people 
make. We were the first large law firm to introduce employee 
ownership. In 2021 marked our 7th consecutive year in the 
annual Top 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. Over the last few 
years, we have introduced a number of changes to our employee 
package that have improved the experience of our female 
employees and those who become parents while working at 
Stephens Scown.

Ways we are tackling our gender pay gap include:

Family friendly policies 
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. 

Following an extensive consultation with all Scowners, Scownership 
Trustees, Directors, Office Managers, Team Leaders and Specialist 
Team Leaders, we introduced a hybrid working model that forms 
part of our vision for the future. We want ‘the Best of Both Worlds’ of 
remote and office working. This will help us to make the most of the 
advantages of working remotely and working in the office.

Training and development 
We support and develop our people, with training courses and 
mentoring for our future leaders. Training and development is 
offered to all lawyers and business support colleagues, and across 
all levels of the business equally.

In 2021, we also introduced a firm-wide mentoring programme, 
empowering mentees to identify goals, and motivating and helping 
them to find ways of resolving or reaching them, while also 
providing a learning opportunity for the mentor.

In addition, we introduced further improvements to the appraisal 
process to ensure fairness and consistency in supporting the 
development of our legal advisors.

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 for part time colleagues, among 
employee owners. Our profit share is equal, regardless of job 
role. This means a senior solicitor will receive 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, 
however this year the gap has been reduced by over half. Our 
people are eligible to join our employee ownership share scheme 
six months after successfully completing their probation with us.

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. 
Previously, all our Partners, Team Leaders and Directors took 
part in values and behaviours training, which included looking at 
ways of eliminating unconscious bias.

During 2021, Team Leaders undertook training on facilitating 
the transition to a flexible new, hybrid model of remote and 
office-based working. We also reviewed the promotions criteria 
for Associate, Salaried Partner and Equity Partner in 2021, with 
the aim of providing greater transparency and clarity in setting 
expectations for legal advisors looking to advance in their careers.

Pay reviews
We ensure there is no bias in pay reviews, and in setting pay for 
different roles we look at all factors, including external factors 
and market rates for each role.

Support 
Though Covid has presented many challenges, both to the 
business and to individuals, the firm has worked hard to lessen 
the impact by implementing a comprehensive range of initiatives 
to support our employees’ mental health and wellbeing. We 
continually look to improve mental wellbeing in our workplace 
through a range of activities, increasingly in person where 
allowed to encourage mental wellbeing. We continue to offer 
mental health training for managers and free counselling 
sessions for colleagues who need extra support.

As required by the regulation, we confirm the data in this report 
is accurate.

Richard Baker                                                 
Managing Partner, Stephens Scown LLP
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