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Cullens Pty Limited 81608614759 4 8 1 0 13 N/A N/A N/A N/A N/A 0 N/A No No No

McCabes Lawyers Pty Limited 15122850033 23 18 5 0 46 N/A N/A N/A N/A N/A 0 8 5 N/A No No No

Fisher Adams Kelly Pty Ltd 76125299881 1 2 10 0 13 N/A N/A N/A N/A N/A 0 N/A No No No

Reed International Books Australia Pty Limited 70001002357 86 64 36 11 197 N/A N/A N/A N/A N/A 0 13 5 N/A No No No

Slater & Gordon Ltd 93097297400 118 66 60 8 252 N/A N/A N/A N/A N/A 0 18 15 N/A no Yes No

Maurice Blackburn Pty Limited 21105657949 247 134 129 28 538 N/A N/A N/A N/A N/A 0 18 20 N/A Yes No No

McInnes Wilson Lawyers Pty Ltd 30137213015 31 29 7 0 67 N/A N/A N/A N/A N/A 0 5

Exceptional Female Lawyer Award - As part of the firm’s gender equity initiatives, each year the 

exceptional female lawyer award recognizes and rewards an exceptional female professional staff 

member for going above and beyond. The recipient of this award is supported by the firm to attend the 

National Institute of Dramatic Arts (NIDA) ‘Influential Women’ program held in Sydney. No No No

Fragomen (Australia) Pty Ltd 47104453947 43 10 9 0 62 N/A N/A N/A N/A N/A 0 12 5 N/A No No No

Shine Lawyers Pty Ltd 86134702757 310 113 114 9 546 N/A N/A N/A N/A N/A 0

Shine Corporate has a diversity policy in place which applies to all subsidiaries across the Group and is 

reviewed annually. A strategic plan is currently in development, designed to integrate all of our 

subsidiaries into Shine Corporate with a Shared Services model. At which time there will be a consistent 

approach in governing many of these gender diversity initiatives. With a Shared Services Model it will 

enable one consistent approach across the group. Shine Lawyers Pty Ltd which comprises of 79% of the 

Shine Group, does have a number of policies and initiatives in place regarding gender equality such as 

Paid Parental Leave, Good Working Relationships training and Flexible Work Arrangements. The intent is 

to use the policies and practices in place in Shine Lawyers as the framework to implement across all 

business in Shine Corp. No No No

M&K Lawyers Holdings Pty Ltd 59122449334 54 41 19 6 120 N/A N/A N/A N/A N/A 0 8 10 N/A No No No

Aboriginal & Torres Strait Islander Legal Service (Qld) Limited11116314562 46 51 0 4 101 N/A N/A N/A N/A N/A 0 N/A No No No

Law In Order Pty Ltd 63086329044 7 28 0 1 36 N/A N/A N/A N/A N/A 0 N/A No No No

The Lantern Legal Group Pty Ltd 98076868034 23 20 16 2 61 N/A N/A N/A N/A N/A 0 2 10 N/A No No No

Xenith IP Group Limited 88607873209 54 61 21 5 141 N/A N/A N/A N/A N/A 0 12 10 N/A No No No

QANTM Intellectual Property Limited 43612441326 32 29 15 6 82 N/A N/A N/A N/A N/A 0 4 5 N/A No No No

Spruson & Ferguson Pty Limited 55601269050 19 23 4 2 48 N/A N/A N/A N/A N/A 0 N/A No No No

Pizzeys Patent and Trade Mark Attorneys Pty Ltd 64607169648 2 1 0 0 3 N/A N/A N/A N/A N/A 0 N/A No No No

The Trustee For Piper Alderman Discretionary Trust 65731438082 0 0 0 0 0 60.70% N/A N/A N/A N/A 0 4 10 N/A No No No

Minter Ellison 91556716819 310 232 75 3 620 62.50% N/A N/A N/A N/A 0 14 5 N/A Yes Yes Yes

Hunt & Hunt Lawyers 76187002253 8 11 3 4 26 N/A 4 8 3 0 15 47% 1 N/A No Yes No

Lander & Rogers (A ABRAHAMS & Others) 58207240529 122 65 44 7 238 76.10% 14 21 4 5 44 41% 15 N/A No No No

Hicksons 58215418381 33 21 8 3 65 67% 6 13 2 1 22 36% Our recruitment program and talent engagement initiatives include strategies to attract candidates from No No No

HopgoodGanim 54105489661 51 49 33 3 136 69.70% 7 25 7 1 40 35% 8 10 N/A No No No

Gilbert and Tobin (D.T Gilbert & W.R Spain & C.G Condoleon & Others)88775098848 162 120 86 32 400 59.60% 20 45 5 2 72 35% 18 15

The firm established a Diversity Council in 2017 comprising of members from throughout the firm. 

Employee focus groups are responsible for progressing the firm’s commitment to Gender Equality, 

Accessibility, Mental Wellbeing and Flexibility. The Council report to the board on progressing initiatives 

that directly relate to the progression of women. Yes Yes No

The Trustee for The Gadens Service Trust No 2 76950746247 27 29 6 1 63 67.40% 8 18 2 1 29 34% 6 5 N/A No Yes Yes

Maddocks 63478951337 106 82 49 6 243 60.80% 12 46 12 3 73 33% 14 15

Outstanding initiatives: - Gender is one of the 3 pillars (along with inclusion and flexibility) of our Diversity 

& Inclusion Strategy. 

- Our graduate intake across Melbourne, Sydney and Canberra is 11F and 4M. There is no pay differential 

at an office level. 

- The Board have a quota of at least one woman and one man for elected positions. 

- The Board has set a target of 40% female partners by 2020 - as at 31 March 2018 there were 33.78% 

female partners. 

- The Board has set a target of 30% female equity partners by 2020 - as at 31 March 2018 there were 

26.19% female equity partners. 

- The Board has set a target of 40% female representation on the Board by 2025. 

- Our annual gender analysis of remuneration and promotions minimises the risk of unconscious bias 

affecting pay increases and promotions. 

- Our parental leave coaching and caretaker partner programs have facilitated open, constructive 

discussions between senior female lawyers and their supervising partners about managing work, clients 

and parental responsibilities. In FY18 we have piloted this program with male staff taking primary or 

secondary carer’s leave and will assess it further in Q1 FY19. 

- Our CEO continues to champion gender issues especially women in leadership and pay equity at 

external events including Victorian Women Lawyers Pay Equity Panel (May 2018), Deakin University 

Diversity in Law Date submitted: 04-Jun-2018 17:15:55 Unique report number: epoujt15hi Public report | 

www.wgea.gov.au 23 conference (November 2017), Thomson Reuter gender diversity event 

- A Client's Perspective: Gender Diversity & The Path To Success (November 2017), Thomson Reuters "You 

Can't Be What You Can't See - Women in the Law" Panel, and wrote an article featured in the Victorian 

Women Lawyers annual journal Portia, on flexible work arrangements (December 2017) 

- Our internal networking group, Maddocks Women celebrated 20 years in 2017 and promotes an 

ongoing dialogue about gender issues in our workplace. We have male champions involved in Maddocks 

Women in both Melbourne and Sydney. 

- The firm has adopted the Law Council’s Equitable Briefing Policy and agreed to by 1 July 2018: (a) brief 

women in 20% of all briefs (or the value of fees paid) to senior barristers (senior, is +10 years’ experience 

including senior counsel); and (b) brief women in 30% of all briefs (or the value of fees paid) to junior 
Yes Yes No

Holman Webb Partnership 71304498001 18 15 16 2 51 44.40% 7 15 0 0 22 32%

Employer paid parental leave policy - 10 weeks at full rate of pay

Senior leadership program (runs over 8 month period)

Mentoring program for all staff 

Flexible working arrangements policy 

Client secondments for professional staff 

Personal training offered to all staff (including boxing)

Remuneration practices across the firm to eliminate pay imbalances  - salary packaging  for computers, 

additional superannuation etc   

Monthly CLE workshops for staff      

Social events to enhance firm culture e.g. monthly drinks, Melbourne cup and a Christmas party 

Reward and recognition for staffing efforts – the firm offers corporate gift vouchers          

An Employee Assistance program (EAP) offered to all staff                                                                                                                                                                                                                                                                                                                                                                                                                                No No Yes

Minter Ellison SA/NT 77478593704 40 20 25 7 92 5 22 5 0 32 31% 8 10 N/A Yes yes Yes

Norton Rose Fulbright Australia 32720868049 124 86 25 1 236 70.40% 40 93 3 2 138 31% 14 15 N/A Yes Yes No

Lavan (J.G ABBERTON & Others) 47488578158 13 13 5 0 31 N/A 7 13 0 3 23 30% 12 10 N/A No No No

Russell Kennedy 14940129185 34 34 13 2 83 63% 4 23 6 0 33 30% 8 10

In addition to our gender equality strategy we also introduced gender equality protocols across the 

business. The purpose of these protocols is to define clear gender equality practices across the business 

to ensure we address the targets set out in our gender equality strategy. We now have a Russell Kennedy 

Male Champions of Change Committee. This initiative is a formal way to engage the men at Russell 

Kennedy in support of the gender equality strategy. Yes Yes No

Dentons Australia Pty Ltd 69100963308 131 78 45 8 262 67.50% N/A N/A N/A N/A 30% 10 10 N/A No Yes No

Meridian Lawyers Limited 18108546774 27 14 8 3 52 50% N/A N/A N/A N/A 30% 6 N/A No No No

Wotton And Kearney 90206732123 46 37 18 4 105 53.80% 4 12 2 2 20 30% 6 5

The Firm continues to support and run The Women’s Leadership Forum, which has at its core objective to 

develop initiatives that promote diversity and inclusion and impact positively on all staff, resulting in 

better business outcomes. The forum explores topics of particular significance to women and their 

careers, whilst sharing valuable insights from prominent male and female role models. This program of 

events helps to build the aspirations, capabilities and level of confidence of our women to successfully 

grow their careers at Wotton+Kearney. W+K’s support for diversity and inclusion extends beyond our 

own workplace, with ongoing participation in a range of community based programs through our pro-

bono and CSR work each year. Our corporate social responsibility program, led by one of our female 

Partners, this year has had a particular focus on supporting women and children by partnering with 

organisations including So They Can and Lou’s Place. The firm continues to have strong affiliations with 

associations including Women in Insurance and Women in Law Awards. Last year the Firm was also one of 

the sponsors of Dive In Melbourne - the festival for diversity and inclusion in insurance, highlighting the 

business case for diverse and inclusive workplaces and providing practical ideas and inspiration for how to 

bring about positive change. Wotton+Kearney is also a signatory to the NSW Law Society's Charter for the 

Advancement of Women and the Law Council of Australia’s Diversity and Equality Charter. This Charter is 

a statement of principles to acknowledge publicly a commitment to diversity and equality by the 

Australian legal profession. No No Yes

Jackson McDonald 80826194801 34 31 22 1 88 40% 5 19 3 0 27 30% 4 10 N/A No No No

King & Wood Mallesons (Australia) 22041424954 238 185 38 1 462 56.30% 32 111 14 2 159 29% 14 15

Mentoring, Working Parents Support, Financial Empowerment, Equitable Briefing Practices, Gender Pay 

Equity Targets, Gender Equality Network, National Recruitment Diversity Principles, National 

Procurement Principles Yes Yes Yes



Carroll & O'Dea (P.A Carroll & D.B Farah & H.G Harrison & R.P Higgins & H. Indari & A. O’Dea & Peter Punch)70355352183 23 28 9 2 62 N/A 2 4 0 1 7 29%

Our Firm has introduced initiatives supporting gender equality outcomes and that fosters an inclusive and 

supportive work environment including:

Having an internal Diversity Group which provides an open forum for discussion, communication and 

suggestions for change and improvements that promote a diverse and inclusive workplace

Having a Diversity policy aligned to our values of respect, excellence, honesty & integrity, teamwork and 

effective communication

Offering unconscious bias training for all professional staff on a regular basis

Having a mentoring program for professional staff

Having a Flexible Working Arrangements policy

Having a Working from Home policy

Having and enhancing our remuneration practices across the firm to eliminate pay imbalances

Having and enhancing our parental leave policy including increasing the weeks of paid parental leave and 

also offering paid leave to secondary carers

Fostering our "Leadership Development Series" which comprises 2 half day Development sessions per 

year over three years. The focus of these sessions is to upskill our Associates and newer Partners (where 

there is a greater proportion of female staff) in key leadership areas including coaching and delegating, 

communication skills and emotional intelligence. No No No

Sparke Helmore (R.H Anicich & A.J Deegan_& Others) 78848387938 177 100 103 30 410 71.30% 20 53 1 0 74 28% 8 10 N/A Yes No No

Allens 47702595758 320 267 76 41 704 59.30% 25 88 10 2 125 28% 14 15

We have 25% female representation on our Board (including a Female Chair) and 40% female 

representation

on our Executive Committee.

This year we have announced a target of at last 35% female partners by 2022. This year  has seen progress 

towards that goal through:

• 75% of new partner appointments from 1 July 2017 being female;

• Embedding leadership accountability for diversity and flexibility through "Diversity Hot Seats" 

presentations by leaders to our Executive Committee on an annual basis; and

• Shifting the dial on flexibility through very successful interventions at a team level. Yes Yes Yes

DLA Piper (C.H ATKINS & Others) 83508451308 115 97 48 3 263 66.70% 14 44 3 2 63 27% 8 10

Unconscious bias training was conducted by the International Head of Diversity and Inclusion across all 

offices in February for all partners and all employees.

LAW (Leadership Alliance for Women) continued as a global initiative focussing on mentoring, skills 

training and networking. 

As a firm we also believe that our efforts in support of mental health and wellbeing contribute to our 

diversity objectives, by providing a supportive, positive and flexible workplace. It also recognises that 

mental health and wellbeing is one of the possible challenges facing women and contributes to loss of 

talent in the profession as women face inflexible or unsupportive environments.

 Our Co-Managing Partner, Melinda Upton is on the Board of the legal industry mental health non-profit 

the Tristan Jepson Memorial Foundation, as well as participates in MS Angels and forum discussions on 

diversity and mental wellbeing with various clients and partners.

 In Australia, DLA Piper has launched a new mental wellbeing training program developed in consultation 

with leading psychologist Mina Candalepas, commencing with sessions for partners and senior lawyers 

held in all four offices nationally. The program, called SPEAK, has been designed to equip our people with 

the skills and confidence to have meaningful conversations about mental health. All staff will be included 

in training by the end of the year, and the program is being considered for wider expansion across the 

firm by the International Mental Wellbeing committee, established following the International CEO 

Challenge. Yes Yes No

Clayton Utz 35740217343 325 244 76 21 666 53.90% 40 119 6 6 171 27% 14 10

Additional initiative resulting in improved gender equality outcomes: 

• FY17 sponsorship of DCA's Gender Reporting Network. 

• Corporate sponsorship of Women on Boards across Sydney, Brisbane, Melbourne and Perth 

• Ongoing participation in the Managing Partners (of large law firms) initiative including contributing to 

education for the profession around gender equality and flexible work 

• Implementation of the Law Council of Australia's Equitable Briefing Policy. 

• Ongoing internal and external activity under our well-established Momentum (Gender) program 

• Participation in an innovative flexibility toolkit project with 4 other top tier law firms 

• Ongoing advocacy around the rights of transgender children Yes No Yes

Herbert Smith Freehills 98773882646 419 332 136 5 892 65% 37 115 6 5 163 26% 18 15

Gender diversity and inclusion remains a critical component of our firm's strategy. We are proud that our 

Partner promotions this year included 100% female partner promotes, indicating the exceptional 

opportunities for career progression for females into our Partnership and taking us closer to our target of 

achieving 30% female Partners by 1 May 2019. 

Our CEO recently sent out a firm-wide communication about our progress towards achieving these 

targets and highlighted the importance of continuing to focus on achieving gender equity. We now have 

25% women in the global partnership (up from 22.5% in 2017) and 21% women in partner leadership 

roles. Our current Australian partnership consists of 27% female Partners.

Other best-practice gender programs in place to support the career progress of both women and men, 

include:

- addressing and reducing unconscious bias in our decision-making processes;

- monitoring the gender balance of those identified on our talent pipeline;

- monitoring the gender balance of our key recruitment intakes (such as our vacation clerkship and 

graduate

programs); and

- role modelling to ensure that our leadership and senior leadership positions are considered attractive 

and

sustainable to both genders. Yes Yes Yes

Cooper Grace Ward Lawyers 95591906639 36 16 11 2 65 62.50% 5 14 0 0 19 26% 8 10 N/A Yes No No

Hall & Wilcox 58041376985 150 93 66 9 318 72% 16 53 3 1 73 26% 8 10 N/A Yes Yes Yes

Colin Biggers & Paisley Pty Limited 28166080682 88 82 31 12 213 54.50% N/A N/A N/A N/A 26% 14 15 N/A No No Yes

Moray & Agnew 76486092631 118 61 40 2 221 73% 13 68 11 2 94 26% 12 5

During this year, the firm extended its Paid Parental Leave Policy to include multiple pregnancies subject 

to qualifying periods. Our Newcastle Managing Partner was named Hunter Diversity Champion in the 

Hunter Diversity Awards based on outstanding initiatives to support Diversity in the firm's Newcastle 

Office including: • the high proportion of promotions of women to Partner, Special Counsel and Senior 

Associate positions, when compared with other firms in the legal services industry; • access by male and 

female staff members of flexible working arrangements; • the high proportion of female Partners working 

in part-time positions, when compared with industry rates; and • support for the Women Lawyers 

Network initiative for female lawyers in that office. No No No

Turks Legal (P Turk P Domens J Myatt J Hick A Edwards D McCrostie P Angus D Turk P Riddell)50150169411 37 31 13 0 81 65% 4 24 4 1 33 24% 10

TurksLegal has introduced a new parental leave policy, increasing the amount of employer funded paid 

parental leave to 10 weeks. 

Turks has also introduced several initiatives to make the return to work an easier process. 

Employees are able to choose between a fortnightly cleaning service, weekly meal service or a one on 

one coaching service.

 • TurksLegal has introduced a family and domestic violence policy which allows for 5 days of paid leave 

when employees are dealing with the impact of domestic violence. Employees are also offered unpaid 

leave, flexible work options and are ensured confidentiality in the workplace. 

• Turks has updated the flexibility policy giving all staff greater access to a number of flexible work 

options - including part time work, working from home arrangements and flexible hours of work.Turks 

has also implemented a Flexible Work Handbook. This Handbook is designed to assist employees with 

best practices for working remotely, including information on security and health and safety. 

• TurksLegal aspires to create an inclusive work environment, where people are valued, respected, 

accepted and supported to succeed to the best of their abilities. In the last reporting year Turks has 

introduced a diversity and inclusion committee which aims to promote an environment where people 

can bring their authentic self to work and to create a sense of accountability for promoting our diversity 

and inclusion vision.

The 2018 Diversity committee focuses on the following 6 streams; Turks Recruitment Focused on 

increasing pool of diverse candidates. Turks Gender Promoting gender equality balance across the firm 

and focus, in particular, on the attraction, development and engagement of women at all stages of their 

careers. 

Turks Flexibility Promoting, encouraging and supporting flexible work practices to balance professional 

and other commitments. Turks Families Providing meaningful support for working parents and working 

carers to achieve success at work and at home. Turks LGBTI Fostering awareness and understanding of 

LGBTI and celebrate a culture of inclusion. 

Turks Multicultural Celebrating the ethnic and cultural diversity of our employees and facilitate a culture 

of inclusion by increasing awareness of the breadth of experiences amongst our team.
No No No

Holding Redlich Partnership 15364527724 69 40 18 1 128 73.30% 9 42 4 1 56 23% 8 10 N/A Yes Yes Yes

Gadens Lawyers Melbourne Partnership 29991935627 65 40 23 1 129 N/A 8 34 4 6 52 23% 8 5 N/A No Yes Yes



Corrs Chambers Westgarth 89690832091 167 126 45 10 348 60% 17 88 9 3 117 22% 18 15

Some of the key initiatives implemented and/or continued in the last 12 months include: 

* Running a series of inaugural family friendly ‘Continuing Professional Development’ (CPD) sessions for 

Corrs lawyers and clients who work flexibly to care for children or are on parental leave. These are in 

addition to the firm’s usual full-day intensive CPD sessions. Holding these sessions created a great way for 

Corrs staff and clients to earn their CPD points in an accessible, family friendly environment (with or 

without their children), and also provided working parents with a great opportunity to keep in contact 

and network while on leave. Attendees were also given the option of dialling in to the sessions from 

home if they wished. 

* Holding ‘Connecting with you sessions’ in each office, where consultation took place on many key 

topics including our people’s experiences with flexible working, technology enablers and providing an 

update on some of our key initiatives including minimising the gender pay gap. These sessions were led 

by our Partner Diversity & Inclusion and our Director of People & Performance. As a result some 

immediate improvements have been implemented or are underway such as ensuring online video 

training is available via mobile devices to all our people. 

* Participating in Diversity Council of Australia’s Inclusion@Work Survey to understand our employees’ 

experience of inclusion and the impact it has in the workplace. A key diversity and people priority for the 

firm is ensuring we have an ‘inclusive culture’ where our people can bring their whole self to work, feel 

connected, valued and empowered to succeed. We were able to cut the survey data by some key 

diversity demographics, including gender, enabling us to determine priority areas for additional focus or 

further work. 

* Providing external executive coaching for senior female lawyers and female partners to assist women to 

maximise their career potential. The focus on development of our female lawyers is to assist the firm in 

achieving gender representation targets, including the KPI that 50% of the partnership pipeline each year 

be female. 

* The firm remains an active participant in the Managing Partners' Diversity Initiative. The Managing 

Partners and senior leaders from many of Australia's major law firms continue to meet regularly to 

determine ways their firms can individually and collectively keep contributing to improving gender 

diversity (and other areas of diversity) across the legal profession. Yes Yes Yes

Johnson Winter & Slattery 70843523318 33 48 15 8 104 51.60% 8 44 6 5 63 22% 5 N/A No No No

Ashurst Australia 75304286095 172 147 33 5 357 60% 29 108 2 4 143 22% 18 5

Ashurst has aligned our diversity and inclusion strategy to the firm's values of collaboration, excellence,

innovation, integrity and accountability.

We aim to be renowned internally and by our peers for diversity. A commitment to best practice in 

diversity

and inclusion will facilitate the achievement of our long term business strategy and leverage the people 

and

culture which are our key strengths.

The firm has established the Diversity and Inclusion Advisory Group (DIAG) to support this strategy.

At the firm's recent partners conference, Global Managing Partner Paul Jenkins launched an internal 

initiative,

Committed to Change (C2C) which is designed to increase the number of partners proactively engaged in

taking forward the firm's diversity agenda and embedding diversity and inclusion in business as usual as 

an

integral part of achieving a high performance culture.

Global Managing Partner, Paul Jenkins is a strong and visible advocate for gender equality (and diversity 

more

broadly) and in 2017 was accepted to join the 'Male Champions of Change' founded by former Sex

Discrimination commissioner, Elizabeth Broderick. Paul is the only law firm leader in Australia to join this 

group

and as part of this role, is focusing on key aspects that the group have identified as critical for Australian

Workplaces such as flexible working, supporting those with caring responsibilities and creating an equal

playing field for women.

Ashurst has adopted the National Model Gender Equitable Briefing Policy. Yes Yes Yes

Thomson Geer 21442367363 94 70 29 13 206 52.00% 16 77 3 1 97 20% No yes No

Baker & McKenzie 32266778912 69 43 9 2 123 66.70% 10 65 5 1 81 19% 14 15

BakerWomen is our flagship gender diversity program. Established in 2011, it supports the progression of 

our female talent to senior roles and fosters networks among women at all stages of their professional 

careers. BakerWomen programs include internal mentoring and discussion groups, sessions from external 

speakers who offer insights about the challenges and experiences they have faced as women, information 

sessions target at women including financial/superannuation sessions, and client events.

Male Agents of Change (MAC) Program: was established in 2016 at Baker McKenzie to compliment 

existing BakerWomen initiatives by proactively including male colleagues to join our gender equality 

efforts. It was modelled broadly on the Male Champions of Change initiative created by Liz Broderick. The 

key objective

of the program was to progressively shift mindsets and help to drive a culture of change within the Firm. 

The program engages men and builds their awareness and understanding of gender issues and their 

impacts on people and business.

Changes to our existing Parental Leave Policy. While this was always available to men and women equally, 

the updated policy was launched with communications that actively encouraged men to take parental 

leave as a primary carer within the first 12 months, and indeed stated that we hoped the changes would 

encourage more men/co-parents to take primary carer leave. We also changed the requirement to take 

the 14 weeks paid leave in one block. There is now the option to request to take a block of leave, 

followed by a number of weeks combining leave days with days at work (e.g part-time at work but full-

time pay). This is designed to assist families with a parent's transition back to work, as well as a child's 

transition into a new care arrangement, and is typically something that more of our men choose to access 

than our women. 

Celebrating International Women's Day (IWD): Each year, as part of our IWD celebrations, we recognise 

the achievement of men and women in our Firm. Each week throughout the month of March we profile 

our people in our weekly Firm newsletters (Crackerjack). These profiles include men and women who

share their career and personal stories. Yes Yes Yes

Jones Day (The Trustee for Jones Day) 59206613356 23 22 12 9 66 51% 3 18 1 0 22 18% 18 15 N/A No No No

Arnold Bloch Leibler 30331510906 53 36 11 0 100 56% 4 27 2 1 34 18% 18 10

Over the course of the reporting period, we have reviewed our sexual harassment policy to ensure it is up 

to date and reflects best practice standards.

Further, we have introduced unconscious bias training for our graduate recruitment committee 

members. No No No



K&L Gates 81310965026 88 47 17 0 152 65% 12 59 0 0 71 17% 14 10

In this reporting period, the initiatives that have supported the advancement of women into leadership 

roles are:

Career progression for women

Ongoing support for women and their sponsors who are aspiring to special counsel or partnership 

including providing one on one coaching.

A program for women and men who are taking a period of parental leave and have a desire to stay on 

career track. This program is called the Momentum Program and provides support for supervisors in 

having critical conversations at various stages before, during and after parental leave, it provides a 

business development plan and ongoing mentoring support.

Learning and professional development

Hosted professional development programs for women on the topics:

*Career conversations - Stories of 'leaning in' and achieving career progression

*Don't get hi-jacked - Taking the high road.

*Speed networking event for women lawyers.

Support for external industry bodies

K&L Gates supports the Victorian Women Lawyers as a major sponsor. It has also participated in VWL 

events including:

*Presenting as a panellist to VWL members and member law firms on the topic of what employers can do 

to support employees who are experiencing family violence

*Hosted the 2018 launch of the Law Students Mentoring Program

K&L Gates signed up to the Law Council of Australia's Equitable Briefing Policy which requires law firms to 

report on the number of women barristers briefed.

Support for community organisations Supported St Kilda Mums as part of the firm's Global Day of Service.

Family Violence

Introduced paid special leave for employees experiencing family violence.

Hosted an event for AHRI on 'STOP THE VIOLENCE' - Recognise, Respond, Refer - Why your workplace

response matters.

Held a fundraising event in support of the United Nations - Leave No Woman Behind campaign.

Client networking events for women
Yes Yes No

HWL Ebsworth Lawyers 37246549189 268 164 54 7 493 69.80% 26 163 8 5 202 17% 6 10 N/A No Yes No

Mills Oakley Lawyers 51493069734 129 47 43 19 238 65.10% 15 81 1 1 98 16% 10 10

We value talent and understand that to retain good people, our firm needs to create a flexible 

environment that recognises different needs, skills, experience, and personal characteristics. The Firm 

encourages flexible work arrangements, particularly for partners and staff with parenting, carer, cultural, 

and/or religious commitments. To ensure flexibility is implemented equitably, all partners will be 

supported by the Chief Executive Officer (“CEO”) and Human Resources in how to manage flexible work 

arrangements and support team members with flexibility. Key metrics we apply to measure our Diversity 

Policy, include:

 (a) Representation at senior levels, including Board and practice leaders; 

(b) Salary comparison; 

(c) Parental leave return rates; 

(d) Representation on flexible work arrangements; 

(e) Representation in leadership programs; 

(f) Representation in the talent and succession planning process; 

(g) Voluntary turnover; and 

(h) Staff engagement survey results. No No No

McCullough Robertson Lawyers (D.R Bedford & Others) 42721345951 60 52 20 0 132 61.90% 4 39 4 2 49 16% 12 5 N/A Yes No No

Piper Alderman (A R Britten-Jones & Others) 42843327183 44 52 11 40 147 60.70% 2 39 4 5 50 12% 4 10 N/A No No No

Allen & Overy (A TRAHAIR & OTHERS) 21630141428 35 28 6 2 71 50% 2 22 0 0 24 8% 14 10

We have appointed a D&I Manager Role for Asia Pacific who is responsible for providing expertise and 

support. The D&I Manager is currently FTE 0.6 and is based in Sydney. No No No

516 1972 165 77 2730

0

681 2049 2730

0

Notes

Information in columns A - G, I - Q from the WGEA public reports and data request for Legal Services employers 2017 - 2018		

Senior associate numbers in Column H come from the AFR Law Partnership Survey, "Number of senior associates, Jul 2019 estimate", published Friday 5 July 2019 AFR, page 22 - note not all firms that report to the WGEA participate in that survey

Female partner % in Column N from WGEA data or other publicly available source

Model Equitable Briefing Policy adoption in Column S assessed either from the WGEA public report (if mentioned in "Other") or from the listing on https://www.lawcouncil.asn.au/policy-agenda/advancing-the-profession/equal-opportunities-in-the-law/national-model-gender-equitable-briefing-policy

Employer of Choice for Gender Equality 2019 information in Column R accessed at https://www.wgea.gov.au/leading-practice/employers-of-choice/2019-eocge-citation-holders-by-industry

Signatories of the NSW Law Society Charter for the Advancement of Women listed in Column T were accessed here https://www.lawsociety.com.au/advocacy-and-resources/advancement-of-women/charter


