
GENDER AND ETHNICITY 
PAY GAP REPORT
As a newly appointed board member, taking responsibility for our equality, diversity and inclusion 
(ED&I) agenda, I present Anthony Collins’ (AC) gender and ethnicity pay gap report 2022.

We are committed to ensuring the firm’s clear and distinct social purpose and culture is lived out 
internally through our workforce.  I am proud of the progress the firm has made in recent years in 
relation to its positive action to make AC a diverse and inclusive environment for our employees.
 
The pay gap results we have seen this year are disappointing and we want to see more progress  
in reducing them.  This is especially so when considering our ambitious ED&I agenda, which we  
continue to implement across the firm in line with signing the Women in Law pledge and the Race 
Fair Commitment. 

At the time of writing, 43% of our partners are women and we continue to see only a very small  
gender pay gap (GPG) and no ethnicity pay gap (EPG) at partner level; something uncommon  
within the legal sector.

One of the biggest contributing factors to our employee pay gaps is our demographics, which have 
not substantively changed, and we continue to work towards having more women and people from 
ethnic minorities in senior positions.

Much of what we have implemented recently may not impact the pay gaps for a few years yet,  
as those with protected characteristics continue to develop and progress their careers with AC.  
However, our determination to strive for equity for all continues and we hope our commitments  
for the upcoming twelve months will result in further future progress.

Rankeshwar Batta
AC board member responsible for ED&I

WHAT WE HAVE DONE SO FAR COMMITMENTS FOR 2023-2024

CONTINUING TO CLOSE THE GAP
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Continue to enhance our support for progression and promotion 
We will enhance our promotions practice ensuring support for  
our under-represented employee groups; extend our mentoring  
and coaching opportunities, especially for women and those from 
ethnic minorities and proactively offer stronger support through  
our buddy programme and peer networks. 

Women in Law Pledge and Race Fair Commitment
We will continue to outwork our action plans around these  
accreditations to ensure the experience of our people matches our 
ambitious employee value proposition aspirations, focusing particularly 
on health and well-being support for women (e.g. through menopause 
and fertility/pregnancy concerns) and those from ethnic minorities. 

Equip our line managers to ensure good and non-bias practices 
in recruitment 
We will complete our managing bias training; review our recruitment 
practices to ensure full inclusivity; continue to widen our sources of 
attracting candidates; and develop recruitment tools and bespoke 
interview training for all AC recruiting managers.

We continue to review our commitments to ensure they will achieve fairness  
and representation for all.  Our priorities for the next twelve months towards  
closing our pay gaps are:

A commitment we made last year was to focus on accreditations to not only demonstrate 
our commitment to equality but to hold us to account and challenge us to take positive 
action.  Our Women in Law Pledge has continued to be a priority for us and within the  
last twelve months we have introduced a toolkit for those taking maternity/parental/ 
adoption leave, and adapted flexible and hybrid working policies to help our people  
to balance their professional and personal responsibilities.  We are now pledged to the  
Race Fairness Commitment which ensures, amongst other things, that we analyse our  
recruitment and promotions data annually, and that all our people, including new starters, 
are clear about our zero tolerance to racism.

Other actions we have taken in the previous twelve months include further training on  
managing biases’ for all recruiting and line managers; empowering support networks for 
women, those from ethnic minorities, LGBTQ+ colleagues, those with disabilities and those 
living through menopause; and respect and dignity training for all.  Through our recruitment 
practices we have introduced blind CVs and we are using recruitment tools for our early 
talent programmes to aid socio-economic fairness.

It is clear that we have challenges and more to do.  We will review our recruitment  
practices to ensure we develop effective tools and training for all our recruiting managers.  
We will investigate further regarding our leavers – considering our line management  
practice as defined by our Great Line Management initiative in all parts of the firm  
and studying our exit interview data (and developing ‘joining’ and ‘stay’ data).  We have  
been enhancing our mentoring and coaching offer to women and those from ethnic  
minorities.  We are committed to ensuring we remove any potential barriers to  
progression for all at AC.

Anthony Collins   
www.anthonycollins.com  |  @ACSLLP  |  blog.anthonycollins.com

OUR 2022 GENDER 
PAY GAP DATA
Proportion of male and female employees 
in each quartile pay band

Gender pay gap mean, median and combined

Proportion of males and females 
across  Anthony Collins

Employee bonus gender pay gap

Employee bonus ethnicity pay gap

Proportion receiving bonuses

Proportion receiving bonuses

Understanding the gender 
pay gap
The mean and median GPG for employees has 
increased slightly when compared with the data 
from twelve months ago.  Whilst these figures  
are influenced by many variables, including  
starters and leavers, we are disappointed not  
to have seen any progress; especially following  
an equitable salary review in 2021 – the first 
since before the pandemic.
 
Our demographics influence the data greatly,  
with 74% of all our employees and all our  
secretaries being women, and only 66% of  
women paid in the firm’s upper quartile of pay.
 
Our data is positive amongst our legal advisors, 
for whom we have maintained a very small  
GPG.  Within our business services teams, there 
is a mean pay gap in favour of women when 
excluding our seven department heads, which  
at the time of reporting were predominantly 
male.  At the time of writing, 50% of  
department heads are now female, with one 
further vacancy; this is positive progress  
when considering no women existed within  
this cohort three years ago.
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PARTNERS 5.3%  3.1% 7.2%  1.1%

EMPLOYEES 14.7%  1.4%  27.5%  1%

COMBINED 34.5%  0.4% 39.4%  3.9%
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PARTNERS -0.6%  8.6% 0%  12.5%

EMPLOYEES 18.7%  8.8%  17.3%  7.8%

COMBINED 14.6%  7% 26.8%  9.6%
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Understanding the ethnicity 
pay gap
We are very disappointed with the increase 
we have seen within our EPG.  Since we  
began to report on AC’s EPG, we have sought 
to increase the validity of our EPG data 
by encouraging all employees and partners  
to ensure their ethnicity records are up to 
date.  We have seen a 7% increase in  
completion rates in the last twelve months.
  
Regrettably, the increase in the EGP has been 
impacted by several talented individuals from 
ethnic minorities leaving the firm and no 
promotions in 2021/22 of people from ethnic 
minorities, despite our strong track record in 
the three previous years.

Again, progress has been within partners, 
where we have achieved our 2024 diversity 
target of having 20% of partners from ethnic 
minorities and the previous partner EPG  
having all but disappeared.  
 
Our EPG data is based on those who disclosed 
their ethnicity, unless otherwise specified.

OUR 2022 ETHNICITY 
PAY GAP DATA
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Ethnicity pay gap mean, median and combined 
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PROGRESS TOWARDS OUR DIVERSITY  TARGETS BY 2024 - SET IN 2021
Target - 45% of partners to be female
All new partners (five) since April 2022 are female (both internal  
promotions and external hires).  The figure at the time of writing is 43%.  
2% behind target represents one partner. 

Target - 20% of partners to be from ethnic minorities 
When analysing those who disclosed their ethnicity.  
8% (three partners) did not disclose. 

Target - 71% of those employees paid in the upper quartile  
to be female 
5% behind target represents three women.

Target - 16% of those employees paid in the upper quartile  
to be from ethnic minorities
8% behind target represents five people.

I confirm that the data reported is accurate and has been calculated in accordance with the Equality Act 2010 (Gender pay Gap Information) Regulations 2017. 
Rankeshwar Batta
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There were very limited bonus payments in FY 20/21. 
Bonus EPG therefore was not credible.  
In FY 21/22 our firm-wide profit share scheme recommenced. 
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https://www.lawsociety.org.uk/campaigns/women-in-leadership-in-law/tools/the-women-in-law-pledge
https://www.racefairnesscommitment.com/

