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At Farrer & Co, we are committed to 
narrowing our gender pay gap. We have 
actively put measures in place to achieve 
this. It will take time for a significant 
impact to be seen. This report outlines 
our action plan and areas of focus, as 
well as reporting on the figures for the 
relevant period. The pay data is prepared 
as at 5 April 2018. For ease of comparison, 
we have included our 2017 figures in a 
separate column.



Gender Pay Gap Report 2018 3

Introduction

The first section of this report focuses on our statutory obligations. 

The second section provides additional data to include partners. 
This is not a statutory obligation: we want to be open and 
transparent and report on all aspects of the gender pay gap which 
we are seeking to address.

Reminder of what we mean by "gender pay gap" and how it differs from 
"equal pay"

Equal pay is the right to be paid the same level of pay for “like work”, work rated as 
equivalent and work of equal value; whereas the gender pay gap is the difference in 
average pay and bonuses received by male and female employees within a workforce, 
irrespective of their role, responsibilities or seniority. 

The Equality Act 2010 (Gender Pay Gap Information) Regulations 2017 came into force on 
6 April 2017. The regulations require all employers with 250 or more employees to publish 
statutory calculations every year showing how large the pay gap is between male and 
female employees. 
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The mean is the average of all of the 
numbers in a data set. To calculate this, 
you add up all of the numbers and divide 
the result by how many numbers you are 
dealing with. 

The median is the numerical value which sits 
between the top 50% of the population and 
the bottom 50%. To find the median, you list 
all of the values in descending order to find 
the number that sits in the middle. 

These charts show the percentage of men and women in each of the pay (salary plus bonus on an FTE basis) 
quartiles across the employee population:

Proportion of men and women 
receiving a bonus payment

1 Figures based on employees excluding all partners  
2 Hourly pay (including bonus FTE) 
3 Not on an FTE basis 

Pay quartiles 2018 Pay quartiles 2017

Section 1: Employee1 data

2018 2017

Mean gender pay2 gap 25% 21%

Median gender pay gap 39% 37%

Mean bonus3 gender pay gap 41% 44%

Median bonus gender pay gap 55% 50%

2018

58% 62%64% 66%

2017
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Whole firm including Partners

Proportion of men and 
women in each quartile

Proportion of men and women 
receiving a bonus payment

Section 2: Partner data

2018 2017

Mean gender pay gap 37% 36%

Median gender pay gap 48% 53%

Mean bonus gender pay gap 25% 14%

Median bonus gender pay gap 19% 9%

2018 2017

Mean gender pay gap 56% 59%

Median gender pay gap 45% 42%

Mean bonus gender pay gap 48% 52%

Median bonus gender pay gap 62% 59%

2018 2017

Upper quartile 91% 9% 90% 10%

Upper middle quartile 53% 47% 73% 27%

Lower middle quartile 61% 39% 59% 41%

Lower quartile 42% 58% 47% 53%

2018

38% 42%79% 78%

2017
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Section 1 Findings in brief (employee data)

We anticipate that over time we will see a narrowing of our gender pay gap and are 
actively putting measures in place to achieve this. These measures have not yet had time 
to make an impact. Our gender pay gap figures this year have not improved since we 
reported in April 2018. In some cases, the gaps are wider.

• Our total mean and median pay gaps have widened since the April 2017 report. 

• This highlights the need to increase the number of female partners in the highest pay 
quartile, which is a long-term aim. Since 6 April 2013, over 60% of those promoted to 
partner have been women. 

• A closer analysis of our fee earner roles reveals that the pay gaps for trainees and 
associates are consistently below 6% for each role. 

• Our median bonus pay gap has increased. While the proportion of women receiving 
bonus payments is slightly higher than men, the average female bonuses are lower 
than the average male bonuses. Women make up a large percentage of the lower 
and lower-middle pay quartiles, and as a result the full-time equivalent (FTE) bonus 
amounts are lower.  

• In addition, the Regulations require that the bonus gap is calculated on the actual 
figures rather than on an FTE basis. Our bonus payments are pro-rated in accordance 
with the number of days worked and based on a percentage of base salary. As 
significantly more women at the firm work part-time (as at 5 April 2018 85.5% of part-
time employees in the firm are female) the figures for women are disproportionately 
affected.  We are encouraging flexibility primarily to assist with wellbeing and 
achieving work life balance. We are keen to support more men to balance their work 
and home lives. 85.5% of our part-time workers being female compares favourably to 
the previous year, when 92% of part-time employees were female.

• Another factor is that under our firm's current bonus system, secretaries receive a 
personal bonus but are not eligible to receive a firm bonus. Currently, 97.6% of our 
secretaries are female. The mean and median bonus gap will reduce in the 2019/20 
financial year when the firm’s secretaries (and other employees in the lowest quartile) 
will become eligible for the firm bonus.  
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Section 2 Findings in brief (partner data)  

• We have used the same methodology to produce the mean and median pay data for 
our partners as we have for our employees. 

• As at 5 April 2018, 37.3% of our partners were women. We consider that the pay gap 
within the partnership is largely the result of where women sit within the partnership. 
The partner mean and median gender pay results are representative of the fact that 
there are a higher number of male partners at the senior end than there are female 
partners. 

• The firm recognises the shift in the percentage as we move to the upper-middle and 
upper pay quartiles and expects that this will change over time. If we look at the 
partner promotions at since May 2016, 10 out of the 17 partners were women. 

• Over time we hope to see a further shift and more female representation at the senior 
end of the partnership. Two of the three partners promoted to the most senior tier of 
the partnership in the last three years have been women. 

• In relation to the bonus gap within the partnership, the Regulations require us to 
report on the actual figures received rather than on a FTE basis. Significantly more 
female partners work part-time than men (as at 5 April 2018, 15 partners work less 
than 1.0 FTE, of whom 13 are women (86.6%)).  



Gender Pay Gap Report 20188

Current initiatives and actions since our last 
report

The firm is committed to improving gender equality and to providing 
opportunities for career progression for all. We have already taken a 
number of steps: 

Gender Pay Gap Working Party 

Since we published our first gender pay gap report 
we have established a Gender Pay Gap Working 
Party. As part of the work of the Gender Pay Gap 
Working Party, we have set some objectives around 
relevant areas for focus.

Our immediate objectives can be described in terms 
of career trajectory or progression: 

• Ensuring that we attract the best, diverse talent;

• Supporting all our people to achieve their 
potential (both inside and outside work); and 

• Supporting a return to work after periods of 
absence and on a flexible basis.

Action on recruitment, retention and 
promotion processes

We are committed to seeking multiple women 
on shortlists. We have structured interviews to 
minimise the impact of any potential bias.  We have 
also removed any questions about current salary. 
We want to ensure that we do not perpetuate the 
societal trend of women's salaries being lower. 

We have identified that, like many law firms, our 
secretaries are predominantly female. As well as 
seeking to recruit and retain women in senior roles 
within the firm we are also seeking to address the 
imbalance in the number of men in our lower pay 
quartile, notably within the secretarial population. 
This has already improved since our last report and 
we will also be looking at ways to attract more men 
to apply for these roles as they arise.   

We are embarking on a project to ensure that our 

job advertisements are gender neutral and will be 
seeking advice on language which will appeal to all. 

We have also identified that significantly more 
women than men work part-time within the firm. We 
continue to support flexible working for both men 
and women where possible. 

Linked to this, our aim is to increase the uptake 
of Shared Parental Leave. We have undertaken a 
review of our parental leave policies and we will be 
enhancing our policies from May 2019.

A review of career progression 
(recruitment/promotion, work allocation, 
appraisals, additional responsibilities and 
retention) 

Our data demonstrates that there are too few 
women in the highest pay quartiles within the 
firm. We want to ensure that we are retaining and 
promoting our women, as well as recruiting senior 
women.   

We will be carrying out an audit to understand 
reasons why women may be leaving the firm 
before reaching the more senior levels and will 
then seek to address these. For example, we will be 
analysing training opportunities and development 
of leadership skills to ensure that all our people 
have an inclusive approach to leadership and an 
understanding of the support needed at different 
stages of our people's careers. This includes 
support and training for those returning to work 
after a career break.

We want to ensure that our gender pay gap is not 
the result of bias.  We will be reviewing our career 
progression and recruitment processes, including 
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interview format, and providing skills training to 
ensure that the risk of bias is minimised. 

Diversity Forum 

We have a Diversity and Inclusion Manager within 
HR (D&I Manager). Our Head of Diversity and D&I 
Manager work with our Diversity Forum (made up of 
members from across the firm including the Senior 
Partner and Chief Financial Officer) to progress 
the firm’s diversity strategy. The Forum undertakes 
projects and initiatives to improve the diversity of 
the talent we attract and to support an inclusive 
environment aiding retention. 

Women in Law 

This year we hosted Women in Law Roundtables 
as part of The Law Society’s Women in Law project 
which discussed the lived experiences of women 
at the firm and issues around gender which have 
affected their careers in the sector. A key discussion 
point was the gender pay gap within the legal 
profession. A member of the firm’s Management 
Board attended a Men in Law roundtable as part of 
the Law Society’s Champions for Change work. 

Flexible Working 

We recognise the benefits which flexible working 
can provide to our people, our clients and our 
business. We work to ensure that flexible and smart 
working is an integral part of our culture. This year, 
we publicised some internal flexible working role 
models, who have shared their experiences and 
top tips for working flexibly at Farrers to encourage 
more men and women to consider working flexibly.

Working Parents network

We have an active Working Parents Network which 
meets regularly to share experiences and ideas and 
to provide mutual support. 

Cityparents

The firm has corporate membership of Cityparents, 
which is a group of over 14,000 members in 
London representing the legal, banking/finance, 
management consultancy, human resources and 
accountancy organisations. 

Parental transition coaching

We also offer parental transition coaching to support 
and coach individuals through parental leave and 
return to work. In May 2018, we increased the scope 
of our programme of parental transition coaching to 
everyone at the firm. In December 2018, we added a 
fourth session focussed on “managing the balance” 
to the coaching programme with our external 
provider to cater for people who have been back at 
work for between six and 24 months.   

We confirm that the data in this report is accurate.

Anne-Marie Piper

Senior Partner

Simon Graham

Practices Partner for the 
Management Board
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