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Foreword: five years on
In 2018, several years before I became 
Managing Partner, TLT published its 
inaugural gender pay gap report marking 
the beginning of a long-term journey 
alongside thousands of other employers 
to improve transparency on pay disparity.  
That same year, I was approached in my 
capacity as Head of Corporate at the 
time and asked whether I would support 
the formation of a Women’s Network, 
which would be the first (but not the last) 
Affinity Group at TLT.

The answer was, of course, “yes” and five years on from our 
first report and this initial approach, I am delighted to see 
the progress that has been made not just in decreasing our 
gender pay gap over this time, but improving the working 
lives of women within TLT, as well as the men who also stand 
to benefit from improved gender equality. TLT’s commitment 
to equality and diversity has grown from strength to 
strength supported by both our established and emerging 
Affinity Groups that keep us alive to both the issues and 
opportunities we face.

There is still more to do. In particular, now three years on 
from our first Ethnicity Pay Gap report, we recognise the 
attention required to change the trajectory of our median 
ethnicity pay gap, which this report does not shy away from. 
However, with the actions we are taking, I am confident that, 
in time, we will be encouraged with a change in the same 

way we are encouraged now that there are more women in 
senior positions at TLT than ever before, flexibility is enjoyed 
on a once unimaginable scale and our gender pay gap is at a 
record low. 

Whilst our annual report is usually forward-focused, we 
recognise the need this year – at the important five-year 
milestone – to also take the opportunity to reflect on our 
past – learning lessons where we need to and taking pride 
in the achievements. In view of this, alongside highlighting 
some standout initiatives from this year, I am delighted to 
showcase two particular initiatives within this report which 
have, in our experience, contributed so much to gender 
equity at TLT over the course of five years. 

John Wood
Managing Partner

In addition, this report includes an explanation on our 
pay gaps and our statutory reporting information on the 
mean and median pay gaps for salary and bonus, as well 
as the proportion of men and women that sit in each pay 
quartile. Furthermore, in the interests of transparency and 
inclusivity across the whole of our organisation, we are also 
voluntarily publishing our ethnicity pay gap, our partner 
gender pay gap and gender pay gap inclusive of those 
employed by TLT (NI) LLP. 

In recognition of our statutory duty, I am pleased to present 
TLT’s fifth gender pay gap report and our third voluntary 
ethnicity pay gap report. I confirm that the data reported  
is accurate.

TLT’s commitment to equality 
and diversity has grown from 
strength to strength supported 
by both our established and 
emerging Affinity Groups that 
keep us alive to both the issues 
and opportunities we face.



Pay gaps explained

15.4%

A pay gap is not to be confused with equal 
pay, which is an employer’s legal duty and 
is systemically supported at TLT through 
our reward processes, such as annual pay 
reviews and fixed salary bandings. 

Pay gaps compare the average earnings of one demographic, 
such as women, with the pay of another demographic across 
an organisation as a whole, regardless of the individual jobs 
being performed. Pay gaps are viewed as a good indicator of 
inequality in access to work, progression and reward.

In the UK, the Office of National Statistics 
tracks the median gender pay gap, which 
was 15.4% in 2021.

As well as at an organisational-level, they can also be calculated 
across a variety of industries and occupations, and the national 
labour market to provide the National Gender Pay Gap. In the 
UK, the Office of National Statistics tracks the median gender 
pay gap, which was 15.4% in 2021.

There are two measures of the pay gap, mean and median and 
both figures are important as they can highlight the different 
causes of your pay gap. 

Hourly rate of pay
Total number of 

employees

Mid 
Point

The mean average is calculated by adding all individual 
employees’ hourly rate of pay and dividing by the total 
number of employees. 

The median average is calculated by listing all employees’ 
hourly rate of pay and finding the midpoint.



Pay quartiles

This is the TLT LLP workforce split into four pay quartiles showing 
the proportion of men and women in each including the median 
gender pay gap of each quartile.
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Our gender pay gap

TLT has two employing entities: TLT LLP 
and TLT (NI) LLP, hereafter distinguished 
as ‘TLT NI’. It is our statutory duty to only 
report on TLT LLP, which is provided below 
and relates only to pay data of all relevant 
employees of TLT LLP as at 5 April 2021 
and for bonuses awarded during the 12 
months prior to that date.

However, this report also provides gender pay analysis 
inclusive of our TLT NI population as it is most representative 
of the firm. This data, which also includes the partner pay gap, 
can be found on page 3 of this report. 
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Understanding our 
gender pay gap

For a third consecutive year, our mean and 
median employee pay gap has reduced to 
TLT’s lowest recorded figure of 17.8% (mean) 
and 27.6% (median) respectively. Whilst this 
is affirming progress, we are committed to 
reducing this further by understanding the 
key drivers of our pay gap and addressing 
these wherever possible.

Although women are represented in greater numbers 
than men across every quartile of TLT’s pay scales, the 
proportion of men earning in the upper quartile (32%) is 
greater than the proportion of the women earning in the 
upper quartile (22%) relative to their population sizes. This 
means men are more likely than women to be the highest 
earners within the firm, despite TLT’s workforce being 
majority female (72%). This is a significant driving factor 

of our overall pay gap, as can be seen if we remove the 
upper quartile pay data which results in TLT’s pay gap 
reducing by approximately 10% to 7.7%.

In contrast, the proportion of women earning in the lower 
and lower middle quartile (27% and 26% respectively) 
is greater than the proportion of men earning in these 
quartiles (19% and 23%) meaning women are more likely 
than men to be amongst the lower earners within the 
firm. This too is a contributing factor towards our pay gap, 
albeit not to the same extent as the gender imbalance 
amongst the higher earners. 

The pay gap, however, is multifaceted and cannot be 
entirely accounted for with these simplified drivers alone. 
As a multi-site firm with offices across the UK, regional 
pay differences and how these intersect with the gender 
split in these locations are highly influential on pay gaps, 
particularly where these exist by job type. 

It is also important to remember that factors affecting 
the pay gap can be organisation-specific trends for 
uptake of salary sacrifice benefit arrangements - this 
can influence the overall pay gap as these are excluded 
from pay gap calculations in accordance with the 
reporting requirements. The data shows us that, at TLT, 
women choose to contribute at higher rates towards 
salary sacrifice benefit arrangements (such as childcare 
vouchers and family health insurance schemes) than men, 
resulting in an overall artificial lower rate of pay used to 
calculate the pay gap.

27.6%
17.8%
For a fourth consecutive year, our mean 
and median employee pay gap has reduced 
to TLT’s lowest recorded figure of 17.8% 
(mean) and 27.6% (median) respectively.



Job role pay gap

Understanding pay gaps by job role provides additional 
valuable insight into key challenges for the firm when it 
comes to reducing our overall mean and median pay gap 
for employees and partners combined, which is 59.3% and 
45.5% respectively. 

We are pleased to highlight our lowest recorded median 
and mean Lawyer pay gap (3.7%) and, for the first time, 
can confirm a negative pay gap at Legal Director level 
(-1.9% mean and -0.06% median). Furthermore, we can also 
confirm that our Associate population has maintained a 
negative pay gap for another year reinforcing a trend which 
has not seen this rise above 1% over a three year period.

In addition, the small median gap for Other Legal/Business 
Services (0.3%) is an encouraging indicator of even 
distribution of men and women across the pay quartiles. With 
that said, the higher mean gap (16.9%) within this population 
is largely accounted for by a small number of outliers at the 
higher end of the pay scale who tend to be male. 

Perhaps the most noticeable change, however, is the partner 
median pay gap which increased to 29% which is expected 
to spike following this year’s excellent financial results 
which predominantly benefited those in the upper quartile, 
where men are the overwhelming majority. The partner pay 
gap also accounts for the increase in the combined mean 
pay gap, which increased by 7.7% to 59.3% although there 
have been marginal improvements to the median of a 2.2% 
decrease resulting in 45.5% overall median pay gap.

Addressing the uneven distribution of women across the 
pay quartiles at this level is the only way to improve this. It 
should also be noted that the partner pay gap is particularly 
susceptible to fluctuating year on year due to the 
renumeration arrangements in the upper quartile which are 
contingent on company performance that varies annually.

Bonus pay gap 

This year’s median and mean bonus pay gap (inclusive of 
TLT NI) has improved from last year, although our reported 
figures (excluding TLT NI) show an increase in median (50%) 
from the year prior (0%). 

As this set of statistics relates to bonuses paid in the period 
6 April 2020 to 5 April 2021, this pay gap reflects how the 
pandemic affected bonuses. Specifically, this median increase 
includes a chargeable hours bonus, which was issued at a 
half-year interval in recognition of the exceptional work of 
colleagues in challenging circumstances. As a result, this 

50%

3.7%

This pay gap reflects how the pandemic 
affected bonuses. Specifically, this median 
increase includes a chargeable hours bonus, 
which was issued at a half-year interval

Our lowest recorded median and mean 
Lawyer pay gap (3.7%) 

period saw an unprecedented increase in chargeable hours 
bonuses, which men are more likely to receive, relative to 
awards that women are more likely to receive according 
to our own bonus trends, which has driven up the overall 
median. We expect this impact to continue into next year’s 
report and therefore, would encourage a degree of caution 
when interpreting this pay gap during this period.

In addition, the small median gap 
for Other Legal/Business Services 
(0.3%) is an encouraging indicator of 
even distribution of men and women 
across the pay quartiles.



Closing our pay gap

As the above analysis indicates, the 
trajectory of our pay gap is affirming of the 
direction of our overall gender equality 
strategy and TLT’s commitment to it.

The below highlights several tangible improvements 
which have contributed to the positive changes within our 
headline figures within the past five years including:

We have achieved this through a relentless focus on 
establishing TLT as a firm of opportunity that is true to its 
inclusive values. We know that there is work still to be done, 
as our persisting pay gap testifies to and as we demonstrate 
through our continued action. Within the past year alone, 
we are particularly proud to have implemented these 
tangible actions: 

• The steady but significant increase in women either 
progressing or being appointed to the position of  
Legal Director (10% over 4 years) and retention of 
female Associates.

• The movement of women up though the pay distribution 
resulting in a reduction in the proportion of women in 
the lowest quartile and lower middle quartile (when 
including TLT and TLT NI employees) and the increase in 
the proportion of women in the upper quartiles.

• The proportion of women receiving a bonus when 
compared to the proportion of men has reduced to an 
all-time low of 5.5% (inclusive of TLT NI) closing over 
10% in two years indicating significant gains in respect of 
both opportunity and recognition.

• Embedded post-pandemic flexibility as part of our 
long-term working approach focussing on offering 
more choice over time, location and environment 
supported with substantial investment in 
telecommunications and physical office redesign.

• Established an ED&I ‘Consultancy Pledge’ for our 
recruitment partners setting a minimum standard 
they must meet, including providing balanced long 
and shortlists of candidates (particularly in relation 
to gender).

• Announced an innovative ‘ramp down, ramp up’ 
programme for expectant parents and recent 
returners to support them during a critical transition 
period, which is scaled to reflect the absence from 
the business.

• Launched a market-leading paternity and non-birthing 
parent leave provision consisting of 4 weeks’ full pay to 
empower partners to be active caregivers through greater 
flexibility and more time at home.

• Introduced two new apprenticeship programmes which 
offer an alternative route to qualify as a solicitor, combining 
paid worth with training to offer new opportunities for those 
in lower-paid roles to progress to higher earning positions.

The proportion of women receiving 
a bonus when compared to the 
proportion of men has reduced to an 
all-time low of 5.5% (inclusive of TLT 
NI) closing over 10% in two years 
indicating significant gains in respect 
of both opportunity and recognition.



In addition to this, we also believe that 
progress is achieved when we learn from 
reflection and celebrate victories big or 
small. With this said, we are delighted 
to share two impactful and important 
highlights from the past five years which 
have contributed to advancing gender 
equality and improving the experiences 
of women at TLT. 

TLT’s Women’s Equality Network 
has gone from strength to strength 
supporting and advocating for 
the evolving and diverse needs 
of its member-base through 
measures such as supporting with 
consultation and feedback on a new 
Menopause Policy

Governance that works

Accountability is critical to enabling and achieving gender 
equality in the workplace. In the past several years, we have 
grown and developed a robust governance framework to 
monitor and deliver progress ensuring we are propelled 
towards attaining our 2025 ambitions.

Steered by members of our Executive Board, we started with 
a triennial research project in 2019 to understand more about 
progression for women at TLT and the barriers they face through 
both qualitive and quantitative methods. 

Communities that empower

What started as a seed of an idea in 2018 to start a Women’s 
Network at TLT is today an employee network with over 120 
members led by a 20-strong intersectional committee that works 
to empower women across the firm to achieve their full potential.

After identifying factors within our business affecting gender 
equality, we established four strategic imperatives which 
underpin our approach. Executive Board accountability, where 
responsibility for delivery sits with a named Executive Sponsor 
for ED&I and Operations Board oversight who scrutinise progress 
to advance our approach towards market-leading standards.

Since then, we have further expanded and evolved our 
governance and have, more recently, established a Targets 
Taskforce consisting of the most senior leaders with 
accountability for core attraction, recruitment, promotion 
and retention delivery to track progress towards our publicly-
declared target of 33% by 2025 including determining specific 
interventions, and areas for improvement.

Through our strategy, we have exceeded expectations by 
reaching our initial target of 25% female representation in 
leadership within a 2-year period – up from 21.9% in 2018 and, 
more recently, achieving 30% in February 2022. 

The network’s first mission was simply to listen to their peers 
through a series of round-tables across all the offices and 
eventually, soon arrived at a host of both challenges and 
ideas to progress.

Since then, TLT’s Women’s Equality Network has gone from 
strength to strength supporting and advocating for the 
evolving and diverse needs of its member-base through 
measures such as supporting with consultation and feedback 
on a new Menopause Policy, helping inform changes to the 
firm’s taxi policy through highlighting safety concerns in 
the winter months, or running ‘Working Family Workshops’ 
throughout the pandemic to provide regular virtual 
communities for parents managing work, alongside  
home-schooling and the inevitable challenges of reduced  
care options during lockdown to name a few.

Run entirely by volunteers, the Women’s Equality Network 
has established itself a go-to safe space for women and 
all colleagues who support gender equality to share their 
lived experience, give feedback, suggest new ideas and, 
sometimes, speak in confidence. In doing so, they are an 
invaluable component of life at TLT often influencing the 
experiences of women for the better and sometimes without 
them even knowing it.

30%

120

We have exceeded expectations of our initial 
target of 25% female representation in 
leadership, achieving 30% in February 2022.

Our Women’s Network has over 120 
members led by a 20-strong intersectional 
committee that works to empower women 
across the firm.



Ethnicity breakdown

Our ethnicity pay gap

This report is a snapshot of pay data on 
5 April 2021 and for bonuses awarded 
during the 12 months prior to that date. 

It is not a statutory duty to only report on TLT LLP, 
so the data provided below relates to pay data of all 
employees of TLT LLP and TLT (NI) LLP as at 5 April 
2021 and for bonuses awarded during the 12 months 
prior to that date.

The pay gap has been calculated by reference to two 
groups: BAME (Black, Asian and Minority Ethnic) and 
White (non-BAME) for the purposes of a meaningful 
interpretation, as well as for ease of benchmarking and 
reporting with existing Ethnicity Pay Gap publications. 
Those who have not disclosed their ethnicity are 
excluded from the calculation. 

Mean pay gap

Mean bonus 
pay gap

% of White/
Non-BAME 

receiving bonus

Median pay gap

Median bonus 
pay gap

% of BAME 
receiving bonus

11.3%
BAME

Non - BAME
White/

(103)
(805)

88.7%
10.8%

-1.62%

42.3%

16.1%

0%

29.5%

Ethnicity pay gap - Salary

Ethnicity pay gap - Bonus



Understanding our 
ethnicity pay gap

It is positive to see that the mean pay gap 
has decreased from last year; however, 
the median pay gap has increased. Similar 
to trends seen with the gender pay gap, 
the proportion of White employees in the 
upper quartile (26%) is greater than the 
proportion of BAME employees earning in 
the upper quartile (19%) relative to their 
respective population sizes. 

This means White employees are more likely than BAME 
employees to be the highest earners within the firm. In 
contrast, the proportion of BAME colleagues earning in 
the lower quartile (30%) is greater than the proportion of 

White employees earning in this quartile (24%) meaning 
BAME individuals are more likely to be amongst the lower 
earners of the firm. 

These are two significant drivers of our overall pay 
gap and further analysis indicates that it is particularly 
underrepresentation within the upper quartile that 
explains why the gap persists. Since the previous report, 
representation of BAME colleagues within the upper 
quartile has improved at a higher rate compared to 
their progression across the other quartiles, which 
indicates improvement and is likely to account for this 
year’s decrease in mean. Despite this, they are still 
underrepresented within the upper quartile compared to 
their distribution across the entire pay scale suggesting 
the volume of BAME individuals achieving this level is 
still disproportionately low and not improving a rate 
sufficiently to close the gap. 

Since the previous report, 
representation of BAME colleagues 
within the upper quartile has 
improved at a higher rate compared 
to their progression across the 
other quartiles, which indicates 
improvement and is likely to account 
for this year’s decrease in mean.



Closing our ethnicity 
pay gap

This year marks three years since we 
first started reporting our ethnicity pay 
gap enabling a longer-term view of the 
direction of travel. Whilst we are pleased to 
see mean pay gap has improved, we can see 
that the trajectory of our median ethnicity 
pay gap is worsening.

We know immediate and targeted action is required to 
reverse this trend and put us on course to close the median 
pay gap where it persists at an employee level.

Through our progress on the gender pay gap, we know that 
high quality data is essential to both understanding the 
drivers of our pay gap and for setting organisation-specific 
actions that will deliver the most effective results. Our 
ethnicity disclosure rate is encouragingly high (97%) and 
within the past year, our priority has been to maximise this 
dataset by mapping the journey of BAME colleagues across 
the employee lifecycle to pinpoint the factors contributing 
to our pay gap drivers. 

Whilst we are still in the early days of interpreting this 
quantitive analysis, this year’s 4-part ‘Reflections on 
RACE’ series has served a valuable source of qualitative 
information highlighting the challenges facing ethnic 
minority colleagues in the workplace. Lead by members of 
our BAME network, over 300 colleagues have sessions on 
racism, allyship and communication to listen to experiences, 
participate in respectful dialogue and learn tangible 
everyday actions they can take.  

• Signed the Race Fairness Commitment confirming our 
ambitions to adopt a range of measures to specifically 
address the career obstacles facing Black, Asian and ethnic 
minority lawyers.

• Committed the focus of our target’s taskforce, consisting 
of the most senior leaders with accountability for core 
attraction, recruitment, promotion and retention delivery, 
to include the creation of comprehensive ethnicity targets 
within the forthcoming year.

• Invested in an externally-verified benchmarking 
collaboration to achieve TLT-specific insights as it relates 
to appointments, progression and retention of BAME 
individuals across all legal and non-legal roles to identify 
areas for improvement, as well as understand areas of 
leading practice.

In addition to this, we are pleased to highlight several 
impactful steps we have taken which will inform our action-
plan to change the course of our trajectory, including:
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