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1  | 	Excluding partners 

2  | 	Excluding partners  
and trainees 

3  | 	Business services 
professionals only          

     | 	Women            

     | 	Men

*  | 	A positive percentage is in 
favour of men and a negative 
in favour of women

Declaration: We confirm that the 
information and data reported is 
accurate and in line with the UK 
Government’s Equality Act 2010 
(Gender Pay Gap Information) 
Regulations 2017.

Richard Youle  
Partner / Head of  
Skadden’s London office

Stephanie Olleson 
Head of Human  
Resources, London

Contact us
For further information on our UK Gender Pay Gap Report,  
please contact: corinne.mcpartland@skadden.com

Definitions 

Gender Pay vs. Equal Pay

Gender pay legislation requires 
us to report the differences 
in hourly pay and bonus 
payments between men and 
women across the firm. Our 
hourly pay data is based on 
a snapshot from 5 April 2025, 
while our bonus data covers 
payments made between  
6 April 2024 and 5 April 2025.

It is important to distinguish 
gender pay from equal pay. 
Equal pay refers to ensuring 
that men and women receive 
the same compensation for 
performing equivalent roles. 
We are confident that our 
firm upholds equal pay, with 
men and women receiving 
comparable salaries and 
opportunities to earn  
bonuses for similar work.

Employee Gender Pay Gap by Pay Quartiles    
The percentage of men and women in each quartile. 

Mean  
Pay Gap

Median  
Pay Gap

Mean  
Bonus Gap

Median 
Bonus Gap

%  
Women

All London Employees1 15.5% 15.3% 29.6% 70.2% 58.3%

All London Attorneys2 0.6% 0% 8.6% 10.2% 52.5%

London Business Services3 8.9% -6.5% 34.1% 37.4% 70.2%

Gender Pay Gap, Bonus Gap and Percentage of Women

94.3%

93.8%

London Business Services3

Bonus Received *

89.5%

88.3%

All London Employees1

86.9%

81.9%

All London Attorneys2

Women in Upper Quartile

All London Employees1   

All London Employees1

All London Employees1 

All London Employees1  

All London Attorneys2  

All London Attorneys2   

All London Attorneys2  

All London Attorneys2   

London Business Services3

London Business Services3

London Business Services3

London Business Services3

50.6% 

47.7% 

64.3% 

55% 

59.1% 

86.2% 

62.5% 

54.5% 

86.6% 

65% 

48.9%

51.7%

Women in Upper Middle Quartile

Women in Lower Middle Quartile

Women in Lower Quartile

21.4% 

48.3% 

13.8% 

35.7% 

45.5% 

51.1% 

40.9% 

 52.3% 

37.5% 

35% 

45% 

49.4% 

Our analysis shows that, as with many other 
firms in the UK, our gender pay gaps are 
largely shaped by the types of roles within our 
organisation and the distribution of men and 
women in those positions. This year we saw a 
reduction in both our mean pay gap across all 
employees, which was 15.5% and the median 
pay gap which was 15.3%

A greater number of women are employed 
in roles that fall into a lower pay quartile, 
particularly in business services roles.  
Women make up 65% of the lower pay quartile 
and 62.5% of the lower middle pay quartile. 
It is this distribution that is the key factor 
contributing to our overall gender pay gap. 

Women continue to be well represented in the 
upper pay quartiles, with 50.6% of the upper 
quartile and 55% of the upper middle pay 
quartile being made up of women. The number 
of women in senior attorney and business 
services roles has grown over the past five 
years, so that women now occupy 56% of these 
positions. We have also seen continued strong 
representation of women in counsel positions. 
In April 2025, 57% of our counsel were women. 

Our mean bonus gap was 29.6% and our median 
bonus gap was 70.2%. These gaps are mainly 
influenced by the different bonus structures 
in place for attorneys and business services 
professionals, as well as the higher proportion 
of women in business services roles, which 
typically attract lower bonuses. 

While publishing gender pay gap data provides  
a snapshot of our firm at a specific point in time, 
our primary focus continues to be on supporting 
all colleagues to reach their full potential. 

Skadden is an equal opportunities employer and 
we support the professional growth of all firm 
personnel, regardless of gender or other protected 
characteristics, in a number of ways, including:

	• Focusing on our talent: Ensuring our  
people receive work, training and 
sponsorship opportunities to allow  
them to fulfil their potential.

	• Training: Enabling our people to develop their 
professional skills through a wide variety 
of training and development programmes 
focusing on skills including management; 
leadership; communication; and for our 
attorneys, business development. 

	• Mentoring: Encouraging our people to  
take part in our mentoring programmes 
to support their progression and career 
development and to ensure that our culture  
and values are passed on.

	• Sponsorship: Supporting high-performers 
by advocating for them within the firm and 
externally, raising their profiles and creating 
opportunities.

	• Feedback: Encouraging colleagues to seek 
and provide specific and actionable feedback 
throughout the year to help them develop 
the skills and behaviours required to be 
successful at Skadden.


