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Brodies is committed to equality, diversity and the creation  
of an inclusive work environment. We value the skills, experience 
and perspective that a diverse and representative workforce 
offers in terms of our ability to deliver top class legal services.

We ensure that those who wish to work flexibly are accommodated 
and offered equal and appropriate access to pay, benefits, training 
and promotion opportunities.

 

Kirstie Maclennan 
HR Director
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At the time when the snapshot was taken (5 April 2017), our business was made 
up of 285 lawyers (excluding partners who are not covered by the report as they 
are not employees) and 215 business support staff (Finance, HR, Marketing, IT  
and Office Support). 

Our total population when broken down was 73% female and 27% male.
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Part-time and flexible working accounted for 28% of our population.
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The graphic below shows our mean and median hourly gender pay gap as at the snapshot 
date of 5 April 2017. These are the reportable figures as set by the UK Government.

When all lawyers (including trainees) are assessed against the gender pay gap criteria,  
it results in a mean hourly pay gap of 2%.

The reportable gender pay gap figures which employers are required to use show the 
difference in average pay between women and men. This approach does not measure  
equal pay. Equal pay relates to how women and men are paid for the same or similar 
jobs of equal value.

Pay analysis

Hourly pay gap

 

The median gender pay gap shows the difference  
in the midpoints of the ranges of hourly rates of pay 
for men and women by ordering individual rates 
of pay from lowest to highest and comparing the 
middle value.

The mean gender pay gap is the difference in average 
hourly rates of pay that male and female employees 
receive. This gives an overall indication of the gender pay 
gap by taking all hourly rates of pay and dividing by the 
total number of people in scope.



Pay analysis (cont’d.)

Senior business support staff (including support directors)

 

The figures to be reported do not take into account the different types and responsibilities  
of roles that we have within our business support population. This exercise does not look  
at like for like roles and compare the salary levels from an equal pay perspective. 

The analysis of our figures shows that, proportionately, women hold fewer senior positions 
than men within the business support population of the firm.  
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The graphic shown illustrates the gender 
distribution by pay bands. 

We are encouraged that the culture within 
our business allows our population, both 
male and female, to work in ways that suit 
their lifestyle and this is evidenced by more 
than a quarter of our firm working flexibly. 

Our focus for the future is to continue to 
maintain a fair and robust reward structure 
where roles are evaluated and benchmarked 
to reflect the skills and experience of those 
in the role.

 

Pay analysis (cont’d.)
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The proportion of male and female employees receiving  
a bonus is positive in favour of women.

Our mean and median bonus gap in the 12 month reference period 
to 5 April 2017 is shown (right); these are the reportable figures as 
set by the UK Government.

 

Bonus analysis

Proportion of employees receiving a bonus

80%82%
As previously explained, there are more men in senior support roles 
earning a higher salary and therefore a higher bonus amount, albeit 
based on the same percentage as all those eligible for the firm-wide 
bonus. In the year being reported, our firm-wide bonus scheme 
awarded the same percentage to each eligible person. The amount 
received was based on their base salary. We are comfortable that 
the receiving population was treated in a fair and equitable manner.

26% of our female population choose to work flexibly; the bonus 
calculation is based on part-time actual bonus paid rather than on 
full time equivalent. If our legal population had their bonus reported 
on full-time equivalent then the mean bonus gap would be 3%. 
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We confirm the data provided is accurate.

brodies.com

Bill Drummond 
Managing Partner

Kirstie Maclennan 
HR Director


