
Stuart Affleck
People & Culture
Director

Prepared by

Tom Alder
Managing Partner

Approved by

GENDER PAY
GAP REPORT
Lester Aldridge: Insights into Our Pay
Equity Journey

MARCH 2026

LESTER ALDRIDGE



FIRM SNAPSHOT

EMPLOYEE DEMOGRAPHICS AND HEADLINE RESULTS

Key Metric: Improvement in
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Total employee population

Female Male

Female
72.4%

Male
27.6%

Key Metric: Increase in
Median Pay Gap 

11%



To successfully deliver on our strategy, we need to do our best to reflect a
diverse representation internally to unlock valuable client and service insights
and perspectives. 

Having a strategic plan is a core enabler for our business growth, client
insight, innovation and a valuable component of sustaining colleague
engagement and of our employer brand story. 

We believe that DE&I is best placed at the heart of that strategy, its core to our
who we are, how we show up and what we deliver. 

It is imperative that we unlock the power of difference to deliver meaningfully
for our clients and creating strong connections in our colleagues. 

We are passionate about equity and fairness at Lester Aldridge and we
continue to focus in on tackling barriers to address the gender pay gap. 

Introduction

Tom Alder 
Managing Partner

Stuart Affleck  
People & Culture Director
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FY'25 FY'24 YOY CHANGE

Mean pay gap 8% 19% -11%

Median pay gap 27% 16% 11%

Mean bonus gap -53% 100% -47%

Median bonus gap -53% 100% -47%

Bonus recipients 4 2 2
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Our headline results

GENDER PAY GAP REPORT

This year’s figures show a meaningful reduction in our mean gender pay gap,
which has fallen from 19% to 8%. That is encouraging progress. At the same
time, our median gender pay gap has increased from 16% to 27%, which tells
us there is still more work to do to improve representation and progression
through the middle and upper parts of the firm.

Our overall employee population for reporting purposes is 298, with women
making up 72% of the workforce and men 28%. As with many law firms, our
results are shaped not only by the pay of individuals, but by where men and
women are represented across the organisation.

It is also important to explain that, in line with UK government gender pay gap
reporting guidance, partners in traditional partnerships and LLPs who share
in profits are not included in the statutory gender pay gap calculations
because their profit share is not comparable to employee pay. That means the
statutory figures do not capture the full picture of leadership across the firm,
so we have included partner gender data separately as additional context.



PAGE 5

GENDER PAY GAP REPORT

Upper hourly pay quartile

Female Male

Female
64.9%

Male
35.1%

Upper middle hourly pay quartile

Female Male

Female
72%

Male
28%

Lower middle hourly pay quartile

Female Male

Female
72.7%

Male
27.3%

Lower hourly pay quartile

Female Male

Female
72.1%

Male
27.9%

Employee gender split across pay quartiles

The reduction in the mean pay gap is a positive sign. In simple terms, it
suggests the overall average difference in hourly pay between men and
women has narrowed. That can happen when women are better
represented in more highly paid roles, when pay progression becomes
more even, or when changes in our pay structure have more of an upward
effect for women across the wider population.

The increase in the median pay gap points to a different issue. The median
compares the middle-paid woman with the middle-paid man, so it is
particularly sensitive to how men and women are distributed around the
midpoint of the organisation. A change in who sits around that middle point
can move the median quite noticeably, especially in a workforce of 298
rather than several thousand.

That is why it is possible to see the mean gap improve while the median gap
worsens in the same year. The two measures are telling us different things.
The mean suggests the overall picture has improved, while the median
suggests there is still a structural imbalance in representation through the
middle of the pay distribution.

Our quartile data reinforces that point. Women make up the majority of
colleagues in every quartile, including 65% of the upper pay quartile. That is
a positive reflection of female representation overall. Even so, gender pay
gap figures can still exist where there are relatively more men than women
in particular senior, specialist or highest-paid roles within those quartiles.

What the figures tell us



There are three important reasons why these
results should be read with context. First, the
total reporting population is relatively modest
at 298 people. In a population of this size,
small changes in individuals, promotions,
hires or leavers can have a disproportionate
effect on the headline percentages from one
year to the next.

Second, law firms have a distinctive reporting
profile because statutory gender pay gap
reporting does not include equity partners
and other profit-sharing partners in
traditional partnerships and LLPs. That
matters because partnership can be a
significant part of the leadership and reward
structure in a law firm, but it sits outside the
statutory calculation.

Third, the high percentage of female
colleagues in the lower quartile who are
starting out their career journey with us is
encouraging along with our recent female
promotions into Partnership, both of which
impact the median result. With our continued
focus on development and progression will in
time help contribute to a rebalance. 
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Why the results look the
way they do

Equity Partner population

Female Male

Male
51%

Female
49%



At Lester Aldridge, we have
committed to transforming our
approach to performance
management. This involves
creating a culture that emphasises
continuous feedback, clear
expectations, and equitable
evaluations. By fostering an
environment where all colleagues
can thrive, we aim to ensure that
everyone has the opportunity to
excel and be recognised for their
contributions. Our approach
focuses on transparent criteria that
support not only individual growth
but also collaborative team
success, leading to a more inclusive
workplace overall.

In addition to performance
management, we have invited
everyone within the firm to attend
our  Outward Mindset
development programme. The
learning is designed to cultivate a
mindset that prioritises
understanding and supporting our
colleagues. By focusing on
developing shared objectives and
collaboration, we believe we can
enhance our organisational culture
and ensure that all voices are
heard. Furthermore, we have
revised our promotions approach
to incorporate broader selection
criteria and establish a gender-
balanced promotions panel, actively
working towards a more equitable
representation at all levels of the
firm.
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Actions We Are Taking
Initiatives for Gender Equity Progression

GENDER PAY GAP REPORT



We’re also focusing on work
allocation, ensuring people are
given stretch opportunities to
develop and grow in their roles
and gain access to the experience
that will help them progress. 

In conjunction with that we’re
developing our new Partner
Readiness Programme, aimed to
equip potential future Partners with
the mindset, behaviours and skills
ready to lead an inclusive firm
culture of the future. 

In the upcoming year we’re also
investing in our Leadership and
Manager development, equipping
them with practical tools to create
a conscious inclusive working
culture by design and bringing to
life our new guiding principles (the
way we show up). 

Other key initiatives planned over
the next period include a review of
our people policies and practices,
limiting any unconscious bias and
seeking to empower our people at
key points in their career and life
and ensuring they are inclusive by
design. 
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Actions We Are Taking
Looking ahead
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Overall, this year’s report shows both progress and challenge. The
reduction in the mean pay gap is encouraging and suggests that some of the
steps we are taking are moving us in the right direction. At the same time,
the increase in the median pay gap is a reminder that representation and
progression do not change evenly or quickly.

Our focus remains on creating a fair, transparent and inclusive environment
in which everyone can thrive. We will continue to monitor our data carefully,
take action where we see barriers, and build a culture where opportunity is
genuinely open to all.

Final thoughts



LESTER ALDRIDGE

stuart.affleck@la-law.com
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