Hogan
Lovells

2018 UK Pay Gap Report

At Hogan Lovells we are an equal pay employer, ensuring fair and
competitive reward for equivalent work. We are proud to be a family friendly
employer and to promote agile and part-time working opportunities for all.

We are listed in the annual UK Top 30 Employers for Working Families List
and the Business in the Community Best Employers for Race 2018. We are
also consistently recognised as a Times Top 50 Employer for Women.

Last year we went beyond the statutory Gender Pay Reporting guidelines
and chose to include partners in our report. We have shared the same data
again this year and, going further, have provided a breakdown of both

our lawyer and business services data as well as sharing our Ethnicity

Pay Gap information.

We are committed to workplace equality and to recruiting, retaining and
advancing a diverse workforce where all our people can be themselves
and feel empowered to succeed.

Susan Bright
Regional Managing Partner — UK and Africa
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Understanding the gap

Our gender pay gap figures in 2018 compared We provide equal opportunity for reward with
to 2017 remain relatively unchanged. 51% of our women receiving a bonus
compared to 49.1% of our men.

This is because the composition of our
workforce remains the same.

We are strong advocates of agile working and
employees taking periods of family leave with
one in five women working part-time.

This results in pro-rated bonuses which influence
our bonus gap.

Women comprise almost two thirds of our
population and are well represented at
every level.

Our women continue to be well represented
in the upper quartiles demonstrating our
commitment to ensuring women reach
senior positions.

The bonus gap in the lawyer population is
impacted by several factors; a high proportion
of women perform senior non-fee earning roles and
a significant proportion work part-time and/or have
taken a period of family leave.

Our partner compensation pay gap remains
in favour of women.

We are continually looking at ways to
support our people more effectively during
periods of family leave. As part of this, we are
currently undertaking a review of our transition
arrangements for returnees as well as considering
the potential impact of work allocation.

A high proportion of our women perform secretarial
and other business services roles which is a common
trend in the legal sector.Whilst we are confident

that we are paying competitive market rates
for these positions this has the effect of reducing

the average pay of women overall. This in turn
influences our gender pay gap.

Statutory Reporting

Employees only gender pay and bonus gap

Hourly pay Bonus
Mean Mean
2018 2017 2018 2017 2018 2017 2018 2017
12.3% 15.3% 27.3% 26% 52.7% 47.9% 63.8% 62.3%

Proportion of women and men receiving a bonus payment
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Women 51.4%
Men 49.1%

Women 54.3%
Men 47.3%

Proportion of women and men in each pay quartile

2018 2017

Women Highest hourly rate Men Quartile Women Highest hourly rate Men Quartile
44% U1 Upper
YA Upper middle Upper middle

BI0628 Lower middle Lower middle

YA Lower

Lower

Lowest hourly rate Lowest hourly rate

We confirm the data reported is accurate for employees of Hogan Lovells Services. The data excludes partners, who are not employees.
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Voluntary reporting
Lawyer population gender pay and bonus gap

(Associates, senior associates, counsel, consultants (Hogan Lovells Services))

2018 2017 2018 2017 2018 2017 2018 2017
1.8% 0% -2.5% 0.3% 25.9% 16.1% 13.4% 0.1%

Business services gender pay and bonus gap
(All Hogan Lovells UK employing entities comprising secretarial and business services)

2018 Hourly pay 2018 Bonus
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17.7% 18.8% 38.5% 61.7%

Data not reported in 2017

Partner total compensation gap

Total compensation

Current year Previous year Current year Previous year
-21% -2.8% -10.1% -3.2%

Current year partner reporting data is in relation to the statutory reporting date of 5 April 2018 for UK partners. As there is no statutory guidance
on this calculation for partners, we have used total compensation for the 12 month period as per Hogan Lovells financial year from 1 January to 31
December 2017. Partners are not employees and, in the case of equity partners, receive a share of the profits of the firm.

Employees and partners combined gender pay gap
(All Hogan Lovells UK employing entities and total compensation for all partners)

Total compensation

2018 2017 2018 2017
52.9% 51.8% 38% 38.3%

Data not reported in 2017

Hogan Lovells Globally Hogan Lovells UK

-
34% 40% 25% 27% 80%

of management of our 2019 partner of our partnership of our partnership of our 2018 lateral
positions are held promotions were women are women are women partner hires were women
by women

As at 1 January 2019

We remain committed to maintaining momentum and furthering progress as we look to our goal of 30% women
partners by 2022.
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Ethnicity pay gap

In line with our commitment to increase
representation of Black, Asian and Minority Ethnic
(BAME) people at all levels in the firm, we are
voluntarily reporting ethnicity pay gap data.

We rely on our people to provide their ethnicity

+ Wehave a very strong record in recruiting

BAME students through our graduate
recruitment programme; using a range of
innovative activities including our contextual
recruitment system, our Ladder to Law programme
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and working with Aspiring Solicitors. The
percentage of BAME students we recruited in
2017/2018 for training contracts is 47%.

data and 91% of our people have shared

their information with us. Of that population,

17% identify as BAME.

« We are committed to creating an environment
that attracts, retains and develops our BAME
talent and have placed a significant focus on this
in our 2019 UK diversity strategy.

As a result, even small changes to this group can
cause a significant change to the overall mean and
median ethnicity pay gap figures.

Employees only ethnicity pay and bonus gap

(Hogan Lovells Services)
2018 Hourly pay 2018 Bonus
Median

1.2% 8.7% 5.6% -40%

Mean

Partner total compensation ethnicity pay gap

2018 Total compensation
Median
12.8% 0.4%

Mean

Current year partner reporting data is in relation to the statutory reporting date of 5 April 2018 for UK partners. As there is no
statutory guidance on this calculation for partners, we have used total compensation for the 12 month period as per Hogan Lovells
financial year from 1 January to 31 December 2017. Partners are not employees and, in the case of equity partners, receive a share
of the profits of the firm.

Employees and partners combined ethnicity pay gap
(All Hogan Lovells UK employing entities and total compensation for all partners)

2018 Total compensation
Median
332%

Mean
46.3%
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One Hogan Lovells. Many perspectives.

Diversity is at the core of who we are and how we do business. We are a high performing
global team with people from different backgrounds, perspectives and life experiences.

Networks

Coaching and mentoring

We run five engaged and inclusive
employee networks with our 50:50
and StepUp networks pushing the
women’s agenda alongside our male
Diversity Champions.

Our Working families network seeks
to address the challenges faced by
parents and carers.

Our Pride network ensures our
LGBT+ colleagues are supported.

Our Multicultural network promotes
a culture of inclusion that is
welcoming to all regardless of ethnic
background, faith or culture.

¢ We have a global coaching strategy
that enables women to access
coaching at key moments in their
career; in 2018 we introduced
targeted coaching for all newly
promoted women senior associates
in the UK.

We offer a number of mentoring
opportunities as part of our
Combining Potential mentoring
programme including maternity
mentoring for those returning from
leave and reverse mentoring to
support leaders in understanding
the lived experiences of our people.

e We actively seek to identify and
nurture our pipeline of diverse talent,
focusing on ensuring our policies,
processes and programmes enable us
to develop and advance our people.

We successfully launched a 12-month
programme in October 2017 across
our global corporate practice focused
on supporting our talented women.
This will run again in 2019.

We ran our Global Women’s
Executive Summit for the fourth
year in 2018 as part of our thought
leadership programme globally,
offering networking opportunities
for our women.

e We work with Business in the
Community on key programmes
relating to gender and ethnicity
including the roll out of training to
increase race fluency.

We work with PRIME and Rare
Recruitment to support social
mobility in the legal profession.

We work with the Reignite Academy

which offers a returnship programme

for lawyers who have had a
career break.
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Alicante
Amsterdam
Baltimore
Beijing
Birmingham
Boston
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Budapest*
Colorado Springs
Denver

Dubai
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Frankfurt
Hamburg
Hanoi

Ho Chi Minh City
Hong Kong
Houston
Jakarta*
Johannesburg
London

Los Angeles
Louisville
Luxembourg
Madrid
Mexico City
Miami

Milan
Minneapolis
Monterrey
Moscow
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New York
Northern Virginia
Paris

Perth
Philadelphia
Riyadh*

Rome

San Francisco
Sao Paulo
Shanghai
Shanghai FTZ*
Silicon Valley
Singapore
Sydney

Tokyo
Ulaanbaatar*
Warsaw
Washington, D.C.
Zagreb*

*Qur associated offices

www.hoganlovells.com

“Hogan Lovells” or the “firm” is an international legal practice that includes Hogan Lovells
International LLP, Hogan Lovells US LLP and their affiliated businesses.

The word “partner” is used to describe a partner or member of Hogan Lovells
International LLP, Hogan Lovells US LLP or any of their affiliated entities or any employee
or consultant with equivalent standing. Certain individuals, who are designated as
partners, but who are not members of Hogan Lovells International LLP, do not hold
qualifications equivalent to members.

For more information about Hogan Lovells, the partners and their qualifications,

see www.hoganlovells.com.

Where case studies are included, results achieved do not guarantee similar outcomes
for other clients. Attorney advertising. Images of people may feature current or former
lawyers and employees at Hogan Lovells or models not connected with the firm.

© Hogan Lovells 2019. All rights reserved. 1050815_0319
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