
Frequently asked questions

Why do we report on gender pay?
From April 2018, gender pay reporting legislation requires UK employers with 250 or more
employees to publish a set of statutory calculations every year.

Which employees are we required to report on?
We have a requirement to report on all UK employees who were on the Eversheds Sutherland
payroll on 5 April, 2018.

In addition to reporting our statutory figures this year we have also, on a voluntary basis,
calculated our combined gender pay difference across the firm for all employees and partners.

What do we have to report on?
We have to report, for all full pay relevant employees the following:

1. Mean hourly pay difference expressed as a percentage of male mean pay.

2. Median hourly pay difference expressed as a percentage of male median pay.

3. The percentage of men and women in four equally sized pay quartiles.

4. Mean bonus pay difference, calculated over a 12-month period, expressed as a percentage of
male mean bonus pay.

5. Median bonus pay difference, calculated over a 12-month period, expressed as a percentage of
male median bonus pay.

6. Proportion of males and females receiving a bonus payment.

Why have we decided to report our combined gender pay difference at 5
April, 2018 on a voluntary basis?
Last year we reported our partner figures separately even though we were not required by the
regulations to do so.

This year the regulations still do not require us to report in relation to partners.  However, the
sector, based on law society published good practice, has moved towards voluntary reporting of
the overall gender pay and bonus differences for all within the organisation including partners.

This enables firms to focus on improving female representation in the upper levels of the
organisation.
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What do we mean by gender pay difference?
Gender pay is centred around representation and progression of employees in
organisations as a whole; by reference to the distribution of average pay over a period of time
between men and women to determine the degree of representation at each level.

Gender pay reporting is commonly confused with equal pay. Equal pay is the legal obligation to
pay individual men and women who carry out the same or equivalent jobs equally.

A gender pay difference can still arise where an employer operates equal pay as demonstrated
below for an employer operating a spot rate approach for jobs performing equivalent work.

Job 1 Role rate £50 50 employees, 40 are male / 10 are female

Job 2 Role rate £30 50 employees, 30 are male / 20 are female

Job 3 Role rate £20 100 employees, 40 are male / 60 are female

Job 4 Role rate £10 100 employees, 20 are male / 80 are female

The mean pay difference between the male and female employees (above) would be 35.56% and
the median pay difference would be 33.33%.

The pay distribution quartiles would be reflected as follows:

% of females in this quartile: % of males in this   quartile:

Q1: Lower 71.43% 28.57%

Q2: Lower middle 42.86% 57.14%

Q3: Upper middle 57.14% 42.86%

Q4: Upper 42.86% 57.14%

How do we calculate hourly pay?
Hourly pay is inclusive of base pay, allowances, and discretionary bonuses paid within the reporting
period as of 5 April, 2018.  It does not include overtime, benefits, and/or one off payments.

What is the mean?
Put simply, the mean is the average.  We reach a mean percentage by adding all our figures
together and dividing them by the total number of employees.
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What is the median?
We reach our median percentage by listing our employees pay from smallest to largest with the
middle pay being the median.

What is our employee gender pay difference at 5 April 2018?
Our mean gender pay difference across the firm for all employees was 22.63% and our median
gender pay difference was 28.03%

Lawyer pay difference

The mean pay difference between our male and female lawyers for this reporting period was
9.28%. The median pay difference was 8.42%.

Non lawyer pay difference

Our mean pay difference between our male and female non-lawyers was 25.46%. The median pay
difference was 6.17%.

Have our figures improved since last year?
We saw slight improvements in the mean pay difference between male and female employees for
this reporting period as well as an increase of 4% in female representation in the upper two pay
quartiles. However, we saw slight increases in the median pay difference figures when compared
with last year.

We did not expect to see dramatic changes in the first year as our action plan will take time to
really make an impact.

Our bonus differences have increased on both a mean and median basis since last year and we will
need to give careful consideration to this.

Our female partner representation figure, has remained consistent and we recognise our need to
make further progress in this area.

What is our combined gender pay difference at 5 April, 2018?
The combined mean pay difference between all our males and females (including equity and fixed
share partners) for this reporting period was 58.3%.

This increased mean pay difference can be attributed to a higher proportion of males (in particular
partners) having a higher average pay then a large number of females who are in our lower pay
quartiles (i.e. secretarial and administration positions).
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What is our employee bonus pay difference?
The mean bonus difference between our male and female employees for this reporting period was
47.77%. Our median bonus pay difference was 45.95%.

Our analysis suggests that our bonus pay difference was again influenced by having more females
across our workforce in lower pay quartiles receiving more bonuses at the lower end of the value
range (i.e. £0-£500).

Bonus pay is inclusive of chargeable hours and discretionary bonuses as well as Everyday Hero
recognition awards.

What is our combined bonus pay difference?
The mean bonus difference between our male and female employees and partners for this
reporting period was 47.55%.  The median bonus pay difference was 44.44%.

What can influence the gender pay and bonus difference?
There are a number of factors which can influence gender pay and bonus, but in the main having
more men in our upper pay quartiles coupled with more women in our lower pay quartiles will
likely increase the pay difference (of which we’re required to report on).

During this reporting period, we had almost twice as many female employees to males (67% and
33% respectively).

This, coupled with the nature of our business (which has a high proportion of females in our lower
pay quartiles, and non fee-earner roles (such as secretarial and IO administration), had an
influence on our gender pay reporting.

How are we planning to do to close these pay and bonus differences?
Our revised action plan is detailed in the report.  We remain committed to improving our female
representation in senior levels with a view to closing these pay and bonus differences in the future.

Where do we publish our April 2018 report?
As per last year, the April 2018 report can be found on our Eversheds Sutherland external website
– within the UK diversity page. Our 2017 report remains available to view in the same place.

Where can I find out more?
More general information can be found on the UK Government’s gender pay guidance website:
https://www.gov.uk/guidance/gender-pay-gap-reporting-guidance
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