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2020 has been a year like no other. Businesses continue to adapt to the impact of Covid-19, the 

consequences of which are far-
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What is pay gap reporting?

Pay gap reporting shows the difference in the 

mean and median hourly pay between two cohorts 

(such as men and women) in the workforce 

regardless of role, seniority or geographical 

location.

Bonus gaps are also calculated in the same way, 

but are based on the actual bonus received rather 

than the hourly equivalent.

Pay gap reporting can help to illustrate the 

representation of different groups, as shown in the 

quartiles, at the various levels of seniority in the 

firm.

How is it different to equal pay?

Equal pay is different to pay gap reporting. Equal 

pay ensures that a person of one sex does not 

receive less pay than a person of another sex for 

carrying out the same or a similar role.

Other discrimination legislation makes it unlawful 

to pay someone less because of their race, ethnic 

origin, disability or other protected characteristic.

Who is included in the data?

In addition to the government’s requirement to 

publish the pay gap of all full pay relevant 

employees and contractors, we voluntarily include 

our self-employed LLP members.

We publish comparisons by including them in an 

overall firm pay gap and we also report on them as 

an isolated cohort.
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Our Ethnicity Pay Gap - Including LLP Members

2019 2020

Mean Ethnicity Pay Gap 52.7% 36.2%

Median Ethnicity Pay Gap 27.4% 27.1%

Mean Ethnicity Bonus Pay Gap 48.7% 36.2%

Median Ethnicity Bonus Pay Gap 33.5% 27.3%

Overall Firm – Equity Partners Included
In 2020, we observed a reduction in the mean and 

median ethnicity pay gaps across the firm when we 

included our equity partners in our analysis.

In the same year, we also observed a sharp decrease in 

our mean ethnicity pay gap among the equity partners 

and a sharp increase in our median ethnicity bonus pay 

gap in the same cohort.

There have not been any significant shifts in terms of 

remuneration or population size in the 12 months prior 

to 2020’s snapshot date, so we can conclude that these 

changes are attributable to the relatively small 

populations being analysed and also, as described as 

part of our gender pay gap analysis, the varying 

exposure to fluctuations in remuneration from one self-

employed equity partner to another.

Representation of UK ethnic minorities in both the 

upper pay quartiles and our self-employed partnership 

remains a critical challenge for us. We actively review 

these levels of representation in terms of the 

effectiveness of our interventions.

2019 2020

Mean Ethnicity Pay Gap 22.2% 4.0%

Median Ethnicity Pay Gap -2.1% -1.0%

Mean Ethnicity Bonus Pay Gap 12.8% 14.3%

Median Ethnicity Bonus Pay Gap 12.5% 33.3%

Equity Partners Only
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