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This is our fourth year of gender pay gap reporting and the 
first time we have voluntarily included details of our ethnicity 
pay gap. 

Whilst the gender pay data currently relates to UK only, 
(England & Scotland only regarding ethnicity pay data) we 
continue to implement a global Diversity & Inclusion strategy 
and are clear about our resolve to embed inclusive 
leadership at every level within our business.

It is important to acknowledge that across the DWF Group, 
we know we are not where we need to be in terms of 
female and BAME (Black, Asian & Minority Ethnic) 
representation at senior levels. We recognise that reducing 
our gender and ethnicity pay gap requires a sustained effort 
at every level of our business, and at every point in the 
employee life cycle, from attraction and recruitment through 
to development, succession planning and promotion.
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Our gender pay gap

We are continuing to making progress year on year to 
narrow our gender pay gap, but there is still much to do. 
The reduction in the combined mean pay gap for a third 
consecutive year is a positive indicator that our actions 
are having an impact.

However, the slight movement in our median pay gap is 
a powerful reminder that the pay gap is largely the 
result of having more men at senior levels in higher paid 
roles and a higher proportion of women relative to men 
in roles that fall within our lower pay quartiles. The 
representation of females in our upper pay quartile has 
increased for the third year running. In 2020, more 
women than men received a bonus.

Overall, the composition of our workforce is changing, 
but as with most large businesses, there are fewer 
leadership roles and often-slower turnover at senior 
levels. This will undoubtedly affect the speed with 
which our gender pay and bonus gaps reduce over time. 
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2020 gender pay gap

Employees hourly pay gap 2017 2018 2019 2020

Mean hourly pay gap 24% 23% 22% 21%

Median hourly pay gap 27% 24% 23% 24%

Self-Employed hourly pay gap 2017* 2018 2019 2020

Mean hourly pay gap 13% 16% 15% 13%

Median hourly pay gap 5% 16% 14% 11%

Combined hourly pay gap 2017* 2018 2019 2020

Mean hourly pay gap 50% 48% 39% 37%

Median hourly pay gap 36% 32% 33% 33%

What is the difference between 
mean and median?

The mean gender pay gap is 
the difference in the average 
hourly rate of pay between 
men and women in the 
company.

If we take our UK employees 
and line them up in order of 
pay from the highest to 
lowest, the median gender 
pay gap compares the hourly 
pay of the woman in the 
middle of their line and the 
hourly pay of the middle man. 

For both employees and self-
employed partners, we have 
used hourly pay rates.

*Not Published in 2017 
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Hourly pay quartiles 2020
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52% 48%

31% 69% 33% 67%

40% 60%

Hourly pay quartiles 2018 Male Female

Upper (highest paid) 65% 35%

Upper middle 38% 62%

Lower middle 31% 69%

Lower (lowest paid) 32% 68%

Upper
(highest paid)

Upper
middle

Lower 
middle

Lower
(lowest paid)

Hourly pay quartiles 2019 Male Female

Upper (highest paid) 53% 47%

Upper middle 39% 61%

Lower middle 28% 72%

Lower (lowest paid) 35% 65%
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Bonus gender pay gap
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Employees bonus gap 2017 2018 2019 2020

Mean bonus gap 24% 18% 35% 37%

Median bonus gap 15% 18% 32% 37%

Self-Employed bonus gap 2017* 2018 2019 2020

Mean bonus gap 49% 50% 12% 65%

Median bonus gap -14% -16% -14% 89%

Combined bonus gap 2017* 2018 2019 2020

Mean bonus gap 51% 45% 37% 38%

Median bonus gap 32% 23% 35% 38%

*Not Published in April 2017

A negative percentage figure indicates a 
bonus pay gap in favour of women

13% 
Male

16% 
Female

2017 2018 2019

Male 22% 71% 13%

Female 25% 55% 16%

Proportion of employees who 
received a bonus 2020 
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Ethnicity pay gap
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Employees hourly pay gap 2020

Mean hourly pay gap 15%

Median hourly pay gap 13%

Self-Employed hourly pay gap 2020

Mean hourly pay gap -15%

Median hourly pay gap -9%

Combined hourly pay gap 2020

Mean hourly pay gap 23%

Median hourly pay gap 22%

A negative percentage figure indicates a 
bonus pay gap in favour of BAME 
colleagues

In determining our ethnicity pay gap 
we rely on our colleagues to update 
their diversity data. Since our last 
report we have continued to promote 
the importance of volunteering this 
information to inform our pay data, but 
understand that some colleagues may 
not feel comfortable sharing this 
information, so either decide not to 
disclose or use our ‘prefer not to say’ 
category.

To further the progress of our ethnicity 
pay gap reporting, all colleagues in 
England and Scotland have received a 
series of communications over the 
past year to complete their diversity 
data in our systems. We will continue 
to encourage our colleagues to 
disclose their diversity data to improve 
the accuracy of our reporting.
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Ethnicity hourly pay quartiles 2020

DWF - Gender and ethnicity pay gap report 2020 BAME Non-BAME

8% 92%

Upper
(highest paid)

13% 87%

Upper
middle

12% 88%

Lower 
middle

19% 81%

Lower
(lowest paid)
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Bonus ethnicity 
pay gap
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Self-Employed bonus gap 2020

Mean bonus gap 20%

Median bonus gap 17%

Combined bonus gap 2020

Mean bonus gap 22%

Median bonus gap 17%
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Our targets on gender and race

The Board to maintain its current gender diversity with 
no fewer than three women on the Board
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01.

02.

03.

04.

05.

Female representation on the Executive Board to be at 
least 33% by 2022

Women to hold at least 30% of senior leadership 
positions by 2022, with each operating division being 
able to set its own targets for gender diversity in its 
senior leadership positions

Target to achieve at least 10% BAME representation 
across senior leadership positions by 2022

The Board to initiate BAME pay gap reporting by the end 
of 2020.
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Commitment to action - Gender

– Recognised in The Times Top 50 
Employers for Women listing for 
making gender equality integral to our 
core business strategy

– Our positive approach to flexible 
working appears in all our job 
vacancies/adverts

– Blind CVs for all senior-mid career 
level roles 

– Careers in law webinars for BAME, 
women and LGBT+ aspiring lawyers 

– Partnership with Women in the City 
Afro-Caribbean Network 

– Recruitment preferred supplier list 
briefed on D&I targets

– Partnered 5 non-selective state 
schools across the UK to deliver 
'Inspiring Girls' workshops during 
International Women's Day 2020
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Attraction Progression Culture Accountability

– Roundtables held with women 
and men within our junior and 
senior career levels to discuss 
progression and best practice that 
could be implemented

– Regular conferences aimed at 
advancing women's progression 
within the business

– Sponsorship & succession 
planning are being embedded 
within our promotions processes

– Review of client teams 
championed by our CEO

– New partner onboarding
development programme 

– New annual bonus plan to ensure 
a consistent and inclusive 
approach is applied how our 
people are rewarded

– Carers leave entitlement

– Partnership with Everywoman 

– Mandatory global D&I eLearning for all new and 
current employees 

– Top 10 Employer for Working Families and making 
flexible working the rule, not the exception

– Continued programme of educational blogs and 
webinars focused on gender balance for our 
colleagues, clients and communities

– Gender Executive Board Sponsors 

– Global and regional Gender Networks co-chaired by 
two partners

– Launch of Code of Conduct – ensuring responsible 
behaviour is fundamental to how we do business

– Launch of a ‘Speak Up’ reporting service –
supporting our colleagues to be confident raising 
concerns

– DWF Foundation funding a number of projects 
supporting gender equality and BAME Women

– Our annual Diversity Week in October 2020 
engaged over 1,000 people virtually through 13 
events across 10 countries

– Quarterly internal reporting of 
gender balance of our workforce 
across all career levels

– Each Division is responsible and 
accountable for progressing a D&I 
action plan to address our D&I 
targets

– Mandatory D&I progress updates 
to Executive Board and Plc Board

– Publishing our Gender Pay Gap 
regularly

– All people managers have a D&I 
objective and are assessed as part 
of their performance review

– UN Target Gender Equality 2020 -
We are one of 20 trailblazing 
businesses taking part in a 
programme to advance gender 
equality performance
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Commitment to action - Race

– Signatory to the Race Fairness 
Commitment and Race at Work Charter

– Removed minimum A-Level 
requirement in our Emerging Talent 
process

– Blind CVs for all senior-mid career level 
roles 

– Launched Ethnic Minority Access 
Scheme  - a new work placement 
scheme for BAME aspiring lawyers

– Utilise Rare Contextual Recruitment 
within our Emerging Talent process 

– Careers in law webinars for BAME, 
women and LGBT+ aspiring lawyers

– Partnerships: Aspiring Solicitors, 
founding firm of Aspiring Solicitors 
Foundation, Women in the City Afro-
Caribbean Network and Black Solicitors 
Network

– Recruitment preferred supplier list 
briefed on D&I targets
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Attraction Progression Culture Accountability

– Successful race reverse 
mentoring scheme with 
Executive Board

– Scheme now expanded across 
the business with 55 reverse 
mentoring pairings focused on 
race & ethnicity

– Roundtables held with BAME 
trainees and BAME senior 
leaders to discuss progression 
and best practice that could be 
implemented

– Sponsorship & succession 
planning are being embedded 
within our promotions 
processes

– Diversity review of our client 
teams championed by our CEO

– Mandatory global D&I elearning for all new and 
current employees 

– ‘Anti-Racism Allyship’ training course 

– Anti-racism resources hub on intranet

– Listening sessions held with 800 colleagues  

– Race & Ethnicity Executive Board Sponsors 

– Global and regional Race & Ethnicity Networks 

– Continued programme of educational blogs and 
webinars focused on anti-racism for our colleagues, 
clients and communities

– Launch of Code of Conduct – ensuring responsible 
behaviour is fundamental to how we do business

– Launch of a ‘Speak Up’ reporting service –
supporting our colleagues to be confident raising 
concerns

– DWF Foundation funding projects for BAME Women

– Our annual Diversity Week in October 2020 engaged 
over 1,000 people virtually through 13 events across 
10 countries

– Zero tolerance approach to racism 
communicated globally to all staff 
and stakeholders

– Public CEO pledge to move the 
dial on BAME representation

– Launched a diversity data 
campaign in Feb 2020 that has 
improved ethnicity disclosure 
rates by 25%

– Quarterly internal reporting of 
ethnicity representation of our 
workforce across all career levels 

– Each Division is responsible and 
accountable for progressing a D&I 
action plan to address our D&I 
targets

– Mandatory D&I progress updates 
to Executive Board and Plc Board

– Publishing our Ethnicity Pay Gap 

– All people managers have a D&I 
objective and are assessed as part 
of their performance review

11



Our commitment

“We believe our sustained focus on this 
will result in a more-diverse workforce, 
supported and empowered by our inclusive 
culture and values.”
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Sir Nigel Knowles
Group CEO

Helen Hill
HR Director
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© DWF 2020, all rights reserved. DWF is a collective trading name for the international legal practice and multi-disciplinary commercial business 
comprising DWF Group plc and all of its subsidiaries and subsidiary undertakings of which, the entities that practice law are separate and distinct 
law firms. Please refer to the Legal Notices page on our website located at dwfgroup.com for further details. DWF’s lawyers are subject to 
regulation by the relevant regulatory body in the jurisdiction in which they are qualified and/or in which they practise.
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