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OVERVIEW  
 

The gender pay gap legislation introduced in April 2017 requires all employers of 250 or 

more employees to publish their gender pay gap for workers which are in scope annually.   

GENDER PAY GAP REPORTING EXPLAINED  
 

The Gender Pay Gap (“GPG”) measures the difference in the average hourly pay between 

women and men in an organisation at a single point in time, expressed as a percentage of 

the average male earnings. 

 

The gender pay gap is different to equal pay. Equal pay focuses on individual roles and deals 

with the pay differences between men and women performing equal work, or work of equal 

value. The gender pay gap is a measure across all jobs in the company, not of the difference 

in pay between men and women for doing the same job. It does not take into account people 

roles, job descriptions or seniority. 

 

Gender pay gap reporting provides a useful high-level indicator of pay distribution across an 

organisation. However, it does not compare pay for equivalent roles or account for factors 

such as experience, qualifications, or role seniority. As such, the figures should be 

interpreted in the context of workforce composition. 
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MEAN CALCULATION  
 

The ‘mean calculation’ is done by adding up the wages of all male employees and dividing 

the total by the number of male employees to get the mean male wage. The same 

calculation is then done for female employees. The mean gender pay gap is calculated based 

on the difference between the average hourly pay of male and female employees, expressed 

as a percentage of male pay. 

 

MEDIAN CALCULATION  
 

The ‘median calculation’ identifies the middle value in a list of wages when all relevant 

employees’ wages are lined up from the smallest to largest.  The median gender pay gap is 

calculated by finding the difference between the median male wage and the median female 

wage, then expressing the difference as a percentage of the median male wage. 
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GENDER PAY GAP DATA  
 

This report is based on a snapshot of Duncan Lewis’ entire workforce known as full-pay 

relevant employees including combined as at 5 April 2025 and in addition, takes into 

consideration Gender Pay Gap at directors’ level, solicitors and across various ethnic groups.  

 

1. Executive Summary 

 

Duncan Lewis continues to demonstrate a strong gender-balanced workforce and a minimal 

overall gender pay gap. 

 

Duncan Lewis is a majority-female organisation, with women strongly represented across all 

levels, including senior leadership roles. As at 5 April 2025, our workforce comprised: 

 76% female 

 24% male 

 

Our overall results show: 

 

 Full-pay relevant employee Median Gender Pay Gap: 2% 

 Full-pay relevant employee Mean Gender Pay Gap: 1% 

 

These results reflect a high level of pay parity across the organisation and reinforce our 

commitment to fair and equitable pay practices. 

 

Women are strongly represented across all pay quartiles, including the upper pay quartile, 

highlighting inclusive progression opportunities throughout the company.  

 

This report highlights a strong commitment to pay equality, with a combined mean gender 

pay gap of 1% and a median gap of 2%. These figures are significantly lower than national 
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averages, reflecting initiatives in balanced recruitment, salary benchmarking, and inclusive 

career development that ensure men and women are paid fairly across all levels. 

 

FULL-TIME EMPLOYEES  

 

This section provides an additional (non-statutory) analysis of the gender pay gap based on 

full-time employees. The full-time workforce shows a 0% median gap and 6% mean gap. 

 

A 0% median gender pay gap is indicative that the typical full-time male and female 

employee receive equal pay.  

 

A 6% mean (average) gap is in favour of men. This indicates that the gap is influenced 

primarily by workforce composition at senior levels, rather than unequal pay for comparable 

roles.  

 

This is a strong, positive performance compared to the wider UK economy. Based on ONS 

data from April 2025, the UK’s median gender pay gap for all employees is 12.8% and the 

full time gap is 6.9%. Our 6% gap places us below these national averages demonstrating 

that we are narrowing the gap faster than many though work remains. 

 

It compares favourably in comparison to the UK legal sector. Industry data indicates that 

gender pay gaps in the legal sector can be significantly higher, particularly within larger 

commercial firms. A 6% gap indicates we are significantly ahead of the legal industry average 

in our pay structure. 

 

PAY  QUARTI LES  D I ST RI BUTION  

 

Pay quartiles show the proportion of males and female full-pay employees in different pay 

bands, divided into four equal parts. 
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This distribution suggests that female representation is strong and stable across all quartiles. 

Women represent 71% of employees in the highest pay quartile. 

 

This distribution reflects effective recruitment, retention and progression practices. 

 

DIRECTORS ’  GENDER PAY GAP DATA  
 

This section of the report provides an analysis of the gender pay gap among salaried 

directors within the firm. It examines average pay differences, distribution across pay 

quartiles and overall gender representation at the director level. 

 

 Median Pay Gap: 6% 

 Mean Pay Gap: 13% 

 

Women represent 75% of directors indicating a strong representation of female leadership 

within the firm. The mean gap is influenced by individual remuneration variation and role-

specific factors, rather than a lack of female representation. 

 

We will continue to monitor senior pay structures to ensure transparency and fairness. 
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PAY  QUARTI LES  D I ST RI BUTION  

 

Pay Quartile Female % Male % 

Lower (Q1) 80 20 

Lower Middle (Q2) 80 20 

Upper Middle (Q3) 80 20 

Upper (Q4) 60 40 

 

The data shows that female directors are the majority across all pay quartiles. This 

demonstrates that women are well-represented across all quartiles and a strong 

commitment to gender pay equity at the director level. 

 

SOLICITORS ’  GENDER PAY GAP DATA  
 

This section of the report provides an analysis of the gender pay gap of full-time solicitors 

within the firm. Women represent 75% of full-time solicitors. 

 

 Median Pay Gap: 7% 

 Mean Pay Gap: 8% 

 

The pay gap at this level remains moderate and will continue to be reviewed as part of our 

commitment and equitable reward.  

 

COMPARISON OF GENDER PAY GAPS ACROSS ETHNIC GROUPS  
 

This section of the report compares the gender pay gap and workforce composition across 

Asian, White, Black and Other ethnic groups in the firm.  
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WORK FO RCE CO MPO SI TION BY ET HNI CIT Y  

 

 

 

GENDER PAY GAP  BY  ETHNI CIT Y  
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FEMALE PAY  QUAR TI LES D IS TRI BUTION  

 

 

 

 

 The ethnicity pay gap data, workforce composition, and quartile figures together 

present a positive picture of inclusion and consistency across the organisation. 

Women’s representation remains strong across all ethnic groups. 

ANALYSIS &  NEXT STEPS  
 

As this report will show, Duncan Lewis is committed to the fair treatment and pay of all its 

employees regardless of gender. The Company understands the importance of equality and 

remain committed to promoting an equal and inclusive culture. 

 

The Company is accredited by the Investors in People at Gold Standard and implements a 

number of family-friendly flexible working policies. A significant number of the Company’s 

staff continue to hybrid-work. In the last 12 months up to 5 April 2025, nearly 20% of Duncan 

Lewis’ employees (both male and female) were being supported with at least one form of 

flexible working (incl. Part Time, Adjusted Hours, Compressed Hours). 
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We will continue to: 

 Monitor pay and progression at senior levels; 

 Support flexible and hybrid working arrangements; 

 Ensure transparent and consistent salary benchmarking; and 

 Promote progression opportunities across all groups 

I, Jason Bruce (Practice Director) confirm that the Gender Pay Gap information that we have 

disclosed in this report is accurate for 5 April 2025. 

 

Jason Bruce (Practice Director) 

23/03/2026 


