
Legal Name ABN

Workplace	profile	-	
Professionals	Fulltime	Female	
(incl	perm,	contract,	
graduates)

Workplace	profile	-	
Professionals	Fulltime	
Male	(incl	perm,	contract,	
and	graduates)

Workplace	profile	-	
Professionals	Part-time	
Female	(perm,contract,	
casual)

Workplace	profile	-	
Professionals	Part-time	
Male	(perm,contract,	
casual)

Total	professional
Graduate	composition	
F/M	(where	specified)

Q	2.4	Female	
partners	full-time	*

Male	partners	
full-time

Female	partners	
part-time

Male	
partners	
part-time

Total	partners	
Female	partners	as	a	
percentage	of	all	partners

%	female	part-time	
partner/female	
partners

%male	part-time	
partner/male	
partners

partners	as	a	percentage	
of	all	professionals

proportion	of	female	
partners	to	all	female	
professionals

proportion	of	male	
partners	to	male	
professionals

Other	initiatives	from	WGEA	Public	report																																																																								

Gender	composition	of	
workforce	-	female

Gender	composiiton	of	
workforce	-	male

Gender	composition	of	
promotions	-	female

Gender	composition	of	
promotions	-male

Gender	compositon	of	
resignations	-	female

Gender	compositon	of	
resignations	-male

Employees	who	ceased	employment	before	
returning	to	work	from	parental	leave Employer	of	Choice	for	Gender	Equality	

Aboriginal & Torres Strait Islander Legal 
Service (Qld) Limited

11,116,314,562

52 41 1 0 94 1F/0M N/A N/A N/A N/A 0 N/A #VALUE! #VALUE! 0% #VALUE! #VALUE!
We	have	identified	a	role	that	claims	exemption	under	the	Qld	Anti-Discrimination	Act	to	hire	only	males	so
that	our	90%	male	client	base	is	easier	with	discussing	gender-specific	cultural	nuances. 57.7 42.4 75 25 47.2 52.8 0%	women/	0%	men no

Aboriginal Legal Services NSW/ACT Limited 93,118,431,066

44 44 3 3 94 0F/0M N/A N/A N/A N/A 0 N/A #VALUE! #VALUE! 0% #VALUE! #VALUE!

We	stringently	adhere	to	in	house	salary	scales
Our	culture	recognises	the	value	of	family,	one	which	will	not	disadvantage	employees	with	family
responsibilities 62.7 37.3 33.3 66.7 58.5 41.5 16.7%	of	all	women/	0%	of	men	 no

Allen & Overy (A TRAHAIR & OTHERS) 21,630,141,428

36 31 16 2 85 5F/2M 2 15 0 0 17 12% 0% 0% 20% 4% 45%
Whilst	we	do	not	have	a	gender	target	to	determine	the	Board,	other	global	committees,	including	our	Executive	Committee,	have	a	target	female	membership	of	30%,	which	can	be	controlled	when	
appointments	are	made." 67.9 32.13 70 30 60.8 39.2 0%/0% no

Allens 47,702,595,758

311 254 85 24 674 44F/32M	 22 91 8 1 122 25% 36% 1% 18% 8% 33%

We	are	active	in	managing	gender	equality	at	our	firm	and	are	focused	on	removing	the	structural	and	cultural	barriers	that	prevent	the	full	participation	of	women	at	work.
This	year	we	introduced	the	role	of	'Inclusion	Advocate'	to	our	talent	review	process.	Members	of	our	Inclusion	and	Diversity	Council	(chaired	by	our	Managing	Partner,	Richard	Spurio)	were	trained	to	look	
out	for	unconscious	bias	within	the	talent	review	setting,	encouraging	fair	and	unbiased	outcomes	for	all.	We	are	committed	to	building	a	culture	of	genuine	diversity	to	support	the	success	of	women	in	the	
firm.
We	are	proud	of	our	policies	and	initiatives	that	support	this	commitment,	including	our	career	model,	our	approach	to	flexibility,	parental	leave	transition	program	and	development	programs	–	all	of	which	
have	a	strong	emphasis	on	the	engagement,	career	and	professional	development	and	promotion	of	women	in	the	firm.
Our	Equitable	Briefing	Policy	aims	to	achieve	equal	access	as	a	barrister	for	women	and	men	by	eliminating	briefing	practices	that	consciously	or	unconsciously	limit	opportunities	for	female	barristers.
The	Women	at	Allens	program	is	also	important	to	our	firm.	The	development	and	acceleration	of	outstanding	female	professionals	in	all	areas	of	our	firm	reflects	the	value	we	place	on	our	people,	and	on	
the	relationships	we	have	with	each	other,	our	clients	and	the	broader	community.
Each	Australian	office	has	a	Women	at	Allens	Committee	that	represents	women	across	the	legal	and	nonlegal	departments	of	the	firm.	The	committees	seek	to	provide	opportunities	for	women	in	the	firm	
to	broaden	and	strengthen	their	networks,	and	to	pursue	and	achieve	their	career	goals.	The	committees	actively	engage	clients	in	activities	and	events	that	promote	the	achievements	and	further	
opportunities	for	women	at	the	firm	and	in	our	clients'	businesses.
We	proactively	manage	and	support	our	female	talent.	Over	the	last	year	we	have	implemented	regular	'diversity	hot	seat's'	where	each	practice	presents	to	our	Executive	Committee	discussing	key	gender	
metrics	(gender	split	by	role,	attrition,	promotions,	parent	leave	return	rate	etc.)	pipeline	talent	and	other	initiatives	focused	on	improving	gender	equality.	As	part	of	this	we	conduct	regular	career	
development	interviews	with	pipeline	talent	for	partnership,	understanding	their	individual	needs	and	giving	them	a	chance	to	inform	future	gender	equality	strategy.
Balancing	the	demands	of	a	professional	career	with	family	commitments	and	goals	can	be	challenging	–	particularly	for	parents	of	young	children.	Recognising	this;	we	have	engaged	dedicated	childcare	for	
our	employees	in	Brisbane	and	Melbourne	with	Sydney	and	Perth	to	follow	soon.	We	have	also	sourced
emergency	childcare	providers	for	all	of	our	offices,	giving	greater	support	and	flexibility	to	our	employees	if	they	need	to	come	in	on	a	non-work	day	or	if	a	child	is	unexpectedly	unwell. 66.3 33.7 62.2 37.8 67.7 32.3 12.5%	of	all	women/	5.6%	of	all	men yes

Arnold Bloch Leibler 30,331,510,906 45 32 7 0 84 8F/4M 5 28 2 1 36 19% 40% 4% 43% 13% 91% NA 70.1 29.9 75 25 68.8 31.2 0%	women/	0%	men no
Ashurst Australia 75304286095

192 169 39 4 404 DNR 34 104 5 4 147 27% 15% 4% 36% 17% 62%

Aligned	D&I	strategy	to	firm's	values;	got	a	Diversity	and	Inclsuion	Advisory	Group:	set	gender	targets	-	by	2018	40%	of	new	partners	each	year	to	be	women,	25%	of	management	roles	to	be	held	by	women,	
25%	of	equity	partners	will	be	women;	CEO	is	a	WGEA	Pay	Equity	Ambassador;	publish	an	annual	Diversity	and	Inclusion	report;	adopted	the	Law	Council	of	Australia	diversity	charter;	Champions	of	Change	
Committee;	run	Unconscious	bias	and	Managing	Flexibility	in	the	workplace;	coaching	for	newly	promoted	female	partners;	"Family	Matters"	network;	women's	networks	across	Australia 65.9 34.1 70 30 67.8 32.3 19.7%	of	all	women/17.6%	of	all	men yes

Baker & McKenzie 32,266,778,912

67 45 9 1 122 6F/7M 11 66 5 1 83 19% 45% 2% 68% 21% 146%

In	2010,	Baker	McKenzie	Australia	established	a	Diversity	&	Flexibility	Steering	Group	(DFSG)	to	drive	a
strategic	agenda	of	improving	diversity	outcomes,	with	particular	focus	on	gender	equality.
In	2012,	the	Firm	launched	its	Global	Gender	Diversity	policy	and	targets.
The	DFSG	is	chaired	by	Anne-Marie	Allgrove,	a	Partner	and	Firm	Management	Committee	Member,	who	is
also	the	Asia	Pacific	Regional	Representative	on	Baker	McKenzie’s	Global	Diversity	Committee.
BakerWomen	is	Baker	McKenzie’s	award	winning	gender	diversity	program.
Established	in	2011,	and	championed	by	the	Firm's	Former	National	Managing	Partner	and	senior	women
partners,	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:
•	BakerWomen	Roundtable	-	an	internal	mentoring	and	discussion	group	for	women	lawyers	hosted	by	women
partners.	The	objective	is	to	provide	female	lawyers	with	a	forum	in	which	regular	group	discussion	can	take
place,	as	a	means	of	identifying	and	removing	any	barriers	to	female	progression.	The	Roundtable	is	also	a
forum	for	targeted	training	and	development,	with	support	and	mentoring	from	women	partners.
•	BakerWomen	-	At	the	Table	-	which	provides	men	and	women	access	to	female	role	models	within	the
broader	business	community.	It	offers	unique	personal	insights	from	business	leaders	about	the	challenges
and	experiences	they	have	faced	as	women	with	a	seat	at	the	executive	table,	with	experts	drawn	from
advisory	firms,	private	equity,	investment	banks,	the	corporate	sector	and	the	Bar.
•	BakerWomen	-	Clients	-	(The	Kathleen	Thornton	Memorial	Conversation)	This	program	has	been	designed
to	engage	with	our	women	clients	and	friends	who	share	our	desire	to	explore	gender	issues,	and	develop
new	ways	to	advance	women	in	the	workplace.	At	these	regular	events,	we	showcase	successful	women,
usually	public	figures,	who	share	their	experiences	and	provide	insights	into	how	they	have	managed	their
careers,	and	discuss	gender	issues	more	broadly.	These	events	have	been	named	the	Kathleen	Thornton
Memorial	Conversation	to	commemorate	Kathleen	Thornton,	a	Senior	Associate	at	Baker	McKenzie	who	sadly
passed	away	in	2006	from	ovarian	cancer.
Senior	Lawyer	Development	Review:	The	Firm	has	also	introduced	a	process	to	review	the	development	of
senior,	high	performing	Senior	Associates	and	Special	Counsel	who	aspire	to	Partnership.	The	program
involves	an	assessment	by	an	independent	partner	of	an	individual's	performance.	The	output	of	the	review

64.1 35.9 51.9 48.1 63.2 36.8 11.1%	of	all	women/	0%	of	men	 yes
DLA Piper Australia (C.H ATKINS & Others ) 83,508,451,308

132 96 46 5 279 22F/6M 14 52 5 2 73 26% 36% 4% 26% 11% 53%

Our	Leadership	Alliance	for	Women	(LAW)	continues	as	a	global	initiative.	LAW	forms	a	key	part	of	our
broader	commitment	to	Diversity.	It's	primary	purpose	is	to	empower	female	lawyers	by	developing	leadership
skills	and	creating	business	development	opportunities.	Throughout	2016	20	key	events	were	held	with	many
more	scheduled	throughout	2017.
The	program	has	three	key	components:	mentoring,	skills	training	and	networking.	In	addition	we	have	an	e-learning	module	on	sex	base	harassment	and	discrimination	for	any	staff	member	to
access	at	any	time	as	a	just	in	time	respource. 72 28 70 30 69.7 30.3 11.9%	of	all	women/	0%	of	men	 no

Clayton Utz 35,740,217,343

336 256 62 9 663 50F/26M 34 129 5 3 171 23% 15% 2% 26% 10% 50%

Additional	initiatives	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.
•	Adoption	of	the	Law	Council	of	Australia's	Equitable	Briefing	Policy.
•	Ongoing	commitment	to	a	50:50	gender	mix	on	panels	that	we	host	(or	participate	on)	as	well	as	at
external	events.	This	is	our	version	of	the	Male	Champions	of	Change	Panel	Pledge.
•	Our	well-established	Momentum	program	(our	women's	initiative)	continues	to	facilitate	informative
sessions	with	some	leading	figures	in	the	corporate	sector	around	gender	equality	issues	including	flexible
working,	domestic	violence,	revenge	porn	and	everyday	sexism.
•	Our	dedicated	National	Flexibility	Manager	and	computer	education	team	have	been	running	Flexibility
Training:	Tips	and	Tricks	for	Working	Flexibly	targeting	various	cohorts	within	the	firm.	In	2017	the	firm
launched	a	new	training	program,	"Managing	Flexible	Teams"	which	is	currently	being	run	for	partners.
•	We've	focused	on	the	parental	leave	experience	and	onboarding	after	parental	leave	for	our	senior
women	and	partners	through	a	dedicated	project	team.
•	Trialling	and	building	an	Inclusive	Leadership	education	module	to	blend	with	our	existing	leadership
training.
•	Appointment	of	a	second	external	female	partner	to	our	Board
•	Working	on	highlighting	the	importance	of	caring	for	aging	parents	and	others	-	normalising	the	role	of
a	carer	through	a	non-gender	lens
•	Taking	a	thought	leadership	position	around	transgender	children	and	their	legal	rights	including
engaging	with	'Parents	of	Gender	Diverse	Children'	(Victoria) 65.4 34.6 64.1 35.9 58.8 41.2 3.0%	of	all	women/0%	of	men	 yes

Colin Biggers & Paisley Pty Limited 28,166,080,682 N/A N/A N/A N/A N/A N/A N/A N/A N/A N/A 0 N/A #VALUE! #VALUE! #VALUE! #VALUE! #VALUE! N/A N/A N/A N/A N/A N/A N/A N/A no
Cooper Grace Ward Lawyers 95,591,906,639

42 22 12 1 77 3F/2M 5 14 1 0 20 30% 20% 0% 26% 11% 61%
We	performed	an	organisation	wide	analysis,	position	by	position,	as	well	as	gender	and	role	comparisons
reviewing	for	any	reasons	for	gender	pay	differences	by	level	and	overall.	 76.7 23.3 78.9 21.1 76.7 23.3 14.3%	of	all	women/0%	of	men	 yes

Corrs Chambers Westgarth 89,690,832,091

231 158 30 4 423 48F/43M	 27 80 10 5 122 30% 37% 6% 29% 14% 52%

Corrs'	continued	focus	on	mainstreaming	flexibility	has	resulted	in	an	increased	use	of	varying	types	of	flexible	work	practices	across	different	parts	of	the	firm.	In	addition	to	flexibility	training	for	Managers,	
interactive	flexibility	workshops	for	all	Legal	work	groups	(consisting	of	partners	and	staff)	were	held	nationally	in	2016.	This	team	based	approach	to	flexibility	allows	for	open	and	candid	conversations	and	
ensures	everyone	is	clear	on	business,	individual	and	client	needs,	assisting	in	effective	implementation	of	flexibility.
Corrs	has	continued	its	industry	partnership	with	the	University	of	Melbourne's	Centre	for	Ethical	Leadership	to	make	further	improvements	in	the	areas	of	gender	equality	and	flexibility.
	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	theirfirms	can	indivdually	and	collectively	keep	contributing	to	improving	gender	diversity	(and	other	areas	of	diversity)	across	the	legal	profession.	External	executive	coaching	is	provided	
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.
A	working	carers'	workshop	provides	support	for	individuals	who	combine	their	work	in	the	firm	with	a	carer	role	outside	of	Corrs	(includes	for	ageing	or	ill	relative/s,	children,	persons	with	a	disability	or	
special	needs	etc	). 69.9 30.1 65.9 34.1 66.6 33.4 11.1%	of	all	women/0%	of	men	 yes

Cullens Pty Limited 81,608,614,759 4 11 1 0 16 1F/0M N/A N/A N/A N/A 0 N/A #VALUE! #VALUE! 0% #VALUE! #VALUE! N/A 67.5 32.5 0% 0 33.3 66.7 0.0%	of	all	women/	NA	men no
Curwoods Legal Services Pty Ltd 62,159,905,843 36 28 19 6 89 0F/0M N/A N/A N/A N/A 0 N/A #VALUE! #VALUE! 0% #VALUE! #VALUE! N/A 66.5 33.5 53.8 46.2 81.4 18.6 20.0%	of	all	women/	0%	men no
McCullough Robertson (D.R Bedford & 
Others)

42721345951

64 41 33 3 141 5F/3M 3 40 6 49 18% 200% #VALUE! 35% 9% #VALUE!

Offers	an	innovative	suite	of	family	friendly	policies	and	initiatives	to	improve	work	sustainability	These	policies	have	been	recognized	in	the	broader	commercial	environment	through	our	achievement	of	
being	a	Finalist	in	the	Property	Council	of	Australia	-	Innovation	and	Excellence	Awards	in	2017	for	Best	Diversity	>250	employees.	A	commitment	to	the	broader	industry	has	also	seen	us	commit	to	the	Law	
Council	of	Australia	Gender	Equity	Briefing	Policy	which	focuses	on	how	we	engaged	with	barristers	and	what	opportunities	we	are	providing	to	females	in	this	field. 74.2 25.8 70.4 29.6 71.9 28.1 7.4%	of	all	women/0%	of	all	men No

Dentons Australia Pty Ltd 69,100,963,308 126 82 51 8 267 6F/7M N/A N/A N/A N/A 0 N/A #VALUE! #REF! 0% #VALUE! #REF! N/A 66.3 33.7 50 50 75.7 24.3 12%	of	all	women/0%	of	all	men No
DibbsBarker 84338278574 49 24 23 1 97 0F/0M 10 23 0 0 33 30% 0% 0% 34% 14% 92% N/A 74.8 25.2 65.2 34.8 70.3 29.7 0%	of	all	women/N/A No
Finlaysons 92386254392 16 16 12 2 46 0F/0M 3 13 1 1 18 22% 33% 8% 39% 14% 78% N/A 70.2 29.8 33.3 66.7 81.8 18.2 0%/0% No
Fisher Adams Kelly Pty Ltd 76125299881 1 10 1 0 12 0F/0M N/A N/A N/A N/A 0 N/A #VALUE! #VALUE! 0% #VALUE! #VALUE! N/A 58.3 41.7 0 100 50 50 0%	of	all	women/N/A No
Fragomen (Australia) Pty Ltd 47104453947 42 13 6 0 61 0F/0M N/A N/A N/A N/A 0 N/A #VALUE! #VALUE! 0% #VALUE! #VALUE! N/A 73.8 26.2 57.1 42.9 82.1 17.9 0%/0% No
Gadens Lawyers Melbourne Partnership 29991935627 71 39 20 1 131 10F/4M 8 27 3 7 45 24% 38% 26% 34% 12% 85% N/A 73.4 26.6 83.3 16.7 66.7 33.3 11.8%	f	all	women/0%	of	all	men No
Gilbert and Tobin 88775098848

171 143 79 22 415 31F/27M 19 49 2 1 71 30% 11% 2% 17% 8% 30%

High	proportion	of	women	in	partnership	and	management	roles.	Active	sponsorship	and	enabling	of	talented	women.	Board	is	actively	engaged	in	the	promotion	of	women	into	the	partnership.

66.3 33.7 51.3 48.7 54.5 45.5 31.2%	of	all	women/0%	of	all	men Yes
Griffith Hack Unit Trust 35026846389 44 65 15 4 128 1F/3M 10 21 0 0 31 32% 0% 0% 24% 17% 30% N/A 63.8 36.2 53.8 46.2 73.2 26.8 25%	of	all	women/0%	of	all	men No
Hall & Wilcox 58,041,376,985 102 69 52 6 229 13F/10M 13 49 4 2 68 25% 31% 4% 30% 11% 68% N/A 71.6 28.4 69 31 66.3 33.7 5.9%	of	all	women/0%	of	men	 no
Henry Davis York 94,516,079,651

75 65 38 3 181 7F/2M 10 32 1 1 44 25% 10% 3% 24% 10% 49%

The	firm	currently	has	33%	female	representation	on	the	Board	and	has	met/exceeded	its	initial	target	of	20%	by	2017.	The	firm's	managing	partner	is	a	WGEA	Pay	Equity	Ambassador.	At	a	CEDA	Women	in	
Leadership	lunch	in	November	last	year	he	participated	as	a	member	of	the	panel	and	spoke	publicly	about	his	own	and	the	firm's	commitment	to	gender	pay	equity	and	the	actions	the	firm	has	taken	which	
have	resulted	in	a	significant	reduction	in	our	pay	equity	gap.	Our	parental	leave	policy	covers	and	applies	equally	to	same	sex	couples	in	relation	to	birth,	adoption	or	the	birth	of	a	child	through	surrogacy.	A	
pulse	Gender	Equality	survey	was	held	in	March	this	year	for	all	staff	with	a	response	rate	of	79%.
The	following	are	the	3	questions	which	were	asked	and	the	firm-wide	results:
Question	1:	My	immediate	supervisor/manager	genuinely	supports	equality	between	women	and	men
Strongly	Agree/Agree	-	91%
Question	2:	I	have	the	flexibility	I	need	to	manage	my	work	and	caring	responsibilities
Strongly	Agree/Agree	-	78%
Question	3:	In	my	organisation	sex-based	harassment	is	not	tolerated
Strongly	Agree/Agree	-	90% 69.9 30.1 60.7 39.3 68.5 31.5 4.2%	of	all	women/0%	of	men yes

Herbert Smith Freehills 98,773,882,646

464 363 144 5 976 35F/17M 32 125 5 5 167 22% 16% 4% 17% 6% 35%

At	Herbert	Smith	Freehills	we	are	committed	to	supporting	gender	equity.	In	addition	to	the	specific	policies	and	strategies	referenced	in	1.1	-	1.9	above,	we	also	continue	to	prioritise	several	workplace	
strategies	that	support	gender	equality	such	as:
•	Unconscious	bias	and	inclusive	leadership	training	for	our	Partners	and	senior	Business	Services	Managers;
•	Removing	return	to	work	barriers	by	supporting	parents	who	are	returning	to	work	following	a	period	of
parental	leave	via	various	programs	including,	our	Corporate	Mums	Program	-	Thrive,	a	generous	Parental
Leave	Policy,	executive	coaching	(for	top	talent)	and	our	On	Ramp	Fellowship	which	involves	assisting	highly
talented	women	who	have	taken	a	break	from	their	legal	careers	to	re-integrate	back	into	the	workforce
through	a	one	year	full	time	traineeship	program;
•	Our	'Working	Smarter'	strategy	which	aims	to	further	entrench	flexible	work	and	is	particularly	beneficial	to
women	with	care	taking	requirements	in	addition	to	their	working	commitments;
•	LeanIn	Circles,	which	provide	an	opportunity	for	women	to	speak	with	those	in	key	leadership	positions	and
discuss	any	potential	barriers	for	success;
•	Our	Network	Sponsorship	program,	which	partners	high	performing	and	high	potential	employees	with
influential	senior	members	of	staff	to	provide	advocacy	and	introductions	internally	and	to	potential	clients	that
will	be	beneficial	for	their	career	progression.	This	program	was	initially	piloted	with	a	focus	on	females,	but
has	been	expanded	following	the	success	of	this	program	and	to	ensure	equality	across	both	genders;	and
•	The	SmartWomen	Connect	Pilot	-	focused	on	ensuring	an	increased	network	and	that	there	are	advocates
and	introductions	in	place	for	our	key	performers.	Our	Workplace	Behaviour	policy	underlies	all	our	policies,	strategies	and	processes	at	Herbert	Smith	Freehills.
It	specifically	states	that	we	are	committed	to	ensuring	that	our	workplace	is	one	where	all	Partners,	employees,	potential	employees,	clients,	contractors	and	other	external
parties	dealing	with	the	firm	are	free	from	discrimination,	sexual	harassment,	bullying	and	victimisation
(together	known	as	"unacceptable	behaviour").	This	policy	is	consistent	with	our
values.
In	addition,	in	March	2014,	we	announced	gender	targets	for	the	partnership,	partner	leadership	roles	and
Business	Services	leadership	roles.	We	continue	to	invest	in	various	initiatives	in	place	to	support	us	in
achieving	these	targets,	such	as	those	outlined	above	as	well	as	regularly	monitoring	our	pipeline	into
leadership	and	partnership	positions	to	ensure	that	there	is	equality	in	decision-making	at	an	early	stage	in
talented	staff	member's	careers.
Consistent	with	previous	years,	the	results	recorded	in	question	1.12	above	show	a	much	higher	number	of

67.9 32.1 68.9 31.1 62.7 37.3 7%	of	all	women/	8.1%	of	men	 yes
Hicksons 58,215,418,381

30 20 9 0 59 0 5 8 1 0 14 43% 20% 0% 24% 15% 40%
The	implementation	of	an	in-house	program	focusing	on	people	benefits,	welfare,	career	and	personal	growth.	Investment	in	a	learning	management	system	to	focus	on	(and	measure)	personal	growth.	A	
streamlined,	transparent	process	in	support	of	progression	pathways. 69.2 30.8 90.9 9.1 82.6 17.4 0%	women/	Men	NA no

Holding Redlich Partnership 15,364,527,724

74 38 13 0 125 14F/4M 5 23 0 0 28 18% 0% 0% 22% 6% 61%

Holding	Redlich	is	committed	to	ensuring	that	all	policies	and	strategies	within	the	firm	support	gender	equality
fully.	The	Head	of	Human	Resources,	the	HR	team	and	the	National	Diversity	Partner	regularly	review	all
policies	and	strategies	to	ensure	that	this	remains	the	case.
In	particular,	our	recruitment	and	selection	strategies	and	policies	support	diversity	principles	and	include	key
competencies	such	as:
-	achievement	orientation
-	analysis	and	problem	solving	skills
-	interpersonal	effectiveness
-	influence	and	communication
-	organisational	management
-	client	focus
-	team	orientation
-	commercial	acumen
-	the	ability	to	manage	and	inspire	others.
Our	quarterly	Feedback	and	Development	process	also	includes	these	key	competencies	to	ensure	that	all	of
our	employees	are	aware	of	what	is	expected	of	them.	We	have	fair	and	transparent	criteria	for	promotions
(eg.	Senior	Associate	selection	guidelines)	and	we	have	in	place	a	comprehensive	mentoring	program	to
eliminate	gender	bias	in	the	promotions/succession	planning	process.
The	firm	is	also	committed	to	ensuring	that	family	and	caring	responsibilities	are	not	a	barrier	to	progression	or
promotion.	Holding	Redlich	has	Family	and	Elder	Care	programs,	both	of	which	are	supported	by	our	Work	Life	Hub	on	the	intranet.	Additionally,	we	regularly	review	our	flexible	work	practices	and	policies	to	
ensure
that	they	are	fully	supporting	gender	equality	in	the	firm. 74 26 84.2 15.8 78.6 21.4 20%	of	all	women/	0%	of	men yes

Holman Webb Partnership 71,304,498,001 20 30 12 1 63 0 1 6 0 0 7 14% 0% 0% 11% 3% 19% N/A 63.8 36.2 75 25 91.7 8.3 20%	of	all	women/	men	NA no
HopgoodGanim 54,105,489,661 48 44 18 2 112 6F/	3M 3 16 0 0 19 16% 0% 0% 17% 5% 35% Engaged	an	external	agency	for	review 69.7 30.3 68.8 31.2 57.1 42.9 0%	women/	0%	of	men no
Hunt & Hunt Lawyers 76,187,002,253 13 13 6 2 34 0 5 8 1 0 14 43% 20% 0% 41% 32% 53% N/A 77.6 22.4 36.4 63.6 73.1 26.9 25%	of	all	women/	men	NA no
HWL Ebsworth Lawyers 37,246,549,189 261 161 51 5 478 31F/19M 33 169 6 6 214 18% 18% 4% 45% 13% 105% N/A 76.8 23.2 58.2 41.8 74 26 1.6%	of	all	women/	0%	of	men	 no
Lavan Legal (J.G ABBERTON & Others) 47,488,578,158 27 16 3 0 46 3F/2M 6 16 0 3 25 24% 0% 19% 54% 20% 119% N/A 69.6 30.4 62.5 37.5 54.3 45.7 0%	women/	0%	men no
Cornwall Stodart (J.R Hutchings And 
Hutchings Partnership Trust)

19,738,311,557
23 12 6 2 43 0 N/A N/A N/A N/A 0 N/A #VALUE! #VALUE! 0% #VALUE! #VALUE!

N/A
73.5 26.5 80 20 69.4 30.6 0%	women/	men	NA no

Jackson McDonald 80,826,194,801 35 29 23 2 89 0 1 14 4 1 20 25% 400% 7% 22% 9% 48% N/A 67.7 32.3 68.8 31.2 80 20 7.7%	of	all	women/	0%	of	men no
Johnson Winter & Slattery 70,843,523,318 41 69 16 7 133 4F/7M 6 46 7 2 61 21% 117% 4% 46% 23% 63% N/A 60 40 47.1 52.9 75 25 17.6%	of	all	women/	0%	of	all	men	 no
K&L Gates 81,310,965,026

89 51 14 0 154 11F/6M 12 57 1 0 70 19% 8% 0% 45% 13% 112%

Since	the	last	reporting	period,	the	firm	has	introduced	the	Momentum	Program
The	Momentum	Program	has	been	introduced	to	support	women	and	men	to	maintain	career	momentum	due	to	the	impact	of	career	disruption	when	a	period	of	parental	leave	is	taken.	The	program's	
components	include:	mentoring	tailored	to	preparing	for,	whilst	on	parental	leave	and	the	transition	back	to	work;	crucial	conversation	dialogue	cards	for	supervisors	and	managers;	and;	a	client	momentum	
plan	to	trigger	key	conversations	and	plans	at	various	points	along	the	parental	leave
journey.
The	intention	of	the	program	is	to	position	women	and	men	for	promotion	in	circumstances	where	career	disruption	may	impact	preparations	for	promotion.	It	is	also	intended	to	encourage	men	to	take	up	
parental	leave	which	increases	the	possibility	of	men	sharing	the	parenting	responsibilities.	
This	approach	to	career	planning	focuses	on	Senior	Associates	and	Special	Counsel	who	are	ambitious	for	Partnership.	It	is	a	tailored	plan	for	the	candidate	and	his/her	sponsor	which	not	only	focuses	on	skill	
development,	but	the	potential	roadblocks	at	an	individual	or	firm	level.	There	is	opportunity	for	this	program	to	be	tailored	so	that	further	support	is	provided	to	women	and	men	depending	on	their	work	and	
life	circumstances. 71.1 28.9 71.4 28.6 73.5 26.5 11.6%	of	all	women/	0%	men yes

Kemp Strang 88,258,900,990 53 35 8 3 99 0 3 9 0 0 12 25% 0% 0% 12% 5% 24% N/A 64.4 35.6 16.7 83.3 53.3 46.7 10.5%	of	all	women/	men	NA no
King & Wood Mallesons (Australia) 22,041,424,954

286 253 31 0 570 79F/68M 31 116 10 2 159 26% 32% 2% 28% 13% 47%

Other	policies	which	support	gender	equality	are:
-	Agile	Working	policy
-	Flexible	Working	policy
-	Resourcing	policy
-	Equitable	Briefing	policy
-	National	Unconscious	Bias	Recruitment	Principles
-	National	Procurement	Principles.	We	have	an	Agile	Working	policy	which	is	designed	to	mainstream	more	agile	ways	of	delivering	our	work	by	actively	promoting	ad	hoc	and	informal	changes	within	teams.	
Partners	and	staff	work	together	to	agree	how	they	can	work	in	a	more	agile	way,	whether	that	be	agreeing	a	flexible	schedule	or	flexible	work	location.	Our	firm	wide	engagement	survey	was	conducted	in	
August	2016	and	a	subsequent	'pulse	check'	survey	was	conducted	in	February	2017.	Our	regular	'town	hall'	meetings	are	also	an	opportunity	for	consultation	as	are
the	firm-wide	Roadshows	conducted	by	our	CEO.	Our	CEO	has	commenced	round-table	discussions	across	all	locations	with	cross-sections	of	staff.	We	have	also	conducted	focus	groups	with	a	cross	section	
of	staff.	Extensive	information	can	be	found	in	the	further	initatives	section.	

64.7 35.3 61.8 38.2 61.7 38.3 13.3%	of	all	women/	0%	of	men yes
Lander & Rogers (A ABRAHAMS & Others) 58207240529

125 62 36 2 225 9F/3M 12 21 5 5 43 40% 42% 24% 19% 11% 41%
Dedicated	"Great	place	to	work"	committee;	member	of	DCA:	engaged	a	consultant	to	undertake	a	gap	analysis	of	the	WGEA	Employer	of	Choice	citation	and	are	committed	to	achieving	this	over	the	next	2	-	3	
years 77.7 22.3 75.9 24.1 66.7 33.3 0%/0% no

M&K Lawyers Holdings Pty Ltd 59,122,449,334 49 42 18 2 111 10F/5M N/A N/A N/A N/A 0 N/A #VALUE! #VALUE! 0% #VALUE! #VALUE! N/A 68.3 31.7 66.7 33.3 72.6 27.4 14.3%	of	all	women/	0%	men no
Maddocks 63,478,951,337

117 86 48 6 257 10F/7M 12 44 11 3 70 33% 92% 7% 27% 14% 51%

All	major	decisions	are	taken	to	the	Board	and	tested	through	the	gender	equality	lens
-	All	partners	and	staff	have	attended	unconscious	bias	training	in	last	2	years
-	Inclusive	leadership	training	provided	to	partners	and	staff
-	First	diversity	and	inclusion	strategy	implemented	in	2016
-	Performance	ratings	(including	for	staff	on	flexible	work	arrangements)	analysed	on	basis	of	gender
-	GenNext	(transition	to	partnership)	program	(50%	women	participants	in	2016)
-	27.5%	women	equity	partners
-	All	major	decisions	are	taken	to	the	Board	and	tested	through	the	gender	equality	lens
-	All	partners	and	staff	have	attended	unconscious	bias	training	in	last	2	years
-	Inclusive	leadership	training	provided	to	partners	and	staff
-	First	diversity	and	inclusion	strategy	implemented	in	2016
-	Performance	ratings	(including	for	staff	on	flexible	work	arrangements)	analysed	on	basis	of	gender
-	GenNext	(transition	to	partnership)	program	(50%	women	participants	in	2016).	Our	CEO,	a	female	equity	partner,	is	also	a	Board	member	-	(KMP).
We	have	categorised:
-	Board	members	and	Practice	Group	Heads	as	KMP
-	Practice	Team	Leaders	and	Partners	in	Charge	(of	an	office)	as	Senior	Manager.	Gender	equality	is	frequently	promoted	and	discussed	in	the	firm's	weekly	intranet	newsletter,	which	is
accessible	to	all	staff.	Currently	in	the	process	of	implementing	online	discrimination	and	harassment	training	for	all	partners	and
staff.	Outstanding	initiatives:
-	Gender	is	one	of	the	3	pillars	(along	with	inclusion	and	flexibility)	of	our	Diversity	&	Inclusion	Strategy
-	We	introduced	blind	CVs	for	graduate	recruitment
-	The	Board	has	set	a	target	of	40%	women	partners	by	2020	–	as	at	31	March	we	are	at	33.8%
-	The	Board	has	set	a	target	of	30%	women	equity	partners	by	2020	-	as	at	31	March	we	are	at	27.5%
-	Gender	equality	is	a	standing	agenda	item	at	Board	meetings
-	We	introduced	a	requirement	in	our	procurement	policy	that	suppliers	must	have	in	place	a	policy	or	strategy
that	includes	gender	equality	principles
-	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

73 27 69.1 30.9 78.6 21.4 6.7%	of	all	women/	0%	of	men	 yes
Maurice Blackburn Pty Limited 21105657949

279 157 110 21 567 26F/9M N/A N/A N/A N/A 0 N/A #VALUE! #VALUE! 0% #VALUE! #VALUE!
Due	to	structure	as	a	company,	no	partners	as	such,	but	"female	representation	at	the	most	senior	level	(principal	shareholder	and	non-equity	principal)	has	increased	from	41.5%	in	April	2016	to	45.6%	in	
2017.		We	have	5	people	on	our	Board	(ex	Chair):	four	principal	shareholders	and	one-non-executive	member.	Two	of	the	principal	shareholders	and	the	non-executive	members	are	women." 76.8 23.2 81.8 18.2 81.3 18.7 8.2%	of	women/0%	of	men no

McCabes Lawyers Pty Limited 15,122,850,033

26 18 5 2 51 3F/2M N/A N/A N/A N/A 0 N/A #VALUE! #VALUE! 0% #VALUE! #VALUE!

Our	policies	that	cover	sex-based	harassment	and	discrimination	include:
-	Equal	Employment	Opportunity	(EEO)	Policy
-	Prevention	of	Sexual	Harassment	Policy
-	Workplace	Standards	Policy.	We	drive	continued	career	progression	and	development	for	our	staff	through	our	various	firm	programs
(Learning	and	Development,	Mentoring,	Women	Leadership)	and	Principals	/	Senior	staff	invest	with
individuals	to	mutually	reach	their	annual	goals	for	development.	Our	firms	culture	and	values	have	been
maintained	for	25	years	including:
-	Commitment	to	quality	and	continuous	improvement;
-	Our	people;
-	Team	work;
-	Life	balance;
-	Integrity:	respect,	honesty,	openness	and	trust;
-	courage 61.7 38.3 57.1 42.9 82.5 17.5 20.0%	of	all	women/	men	NA no

McInnes Wilson Lawyers Pty Ltd 30,137,213,015 42 26 5 0 73 0 N/A N/A N/A N/A 0 N/A #VALUE! #VALUE! 0% #VALUE! #VALUE! N/A 62.1 37.9 68.4 31.6 64.3 35.7 14.3%	of	all	women/	0%	men no
Meridian Lawyers Limited 18,108,546,774 22 16 8 46 0 N/A N/A N/A N/A 0 N/A #VALUE! #VALUE! 0% #VALUE! #VALUE! N/A 70 30 63.6 36.4 58.8 41.2 25.0%	of	all	women/	0%	men no
Mills Oakley Lawyers 51,493,069,734

114 56 14 1 185 13F/7M 10 76 2 1 89 13% 20% 1% 48% 9% 135%

We	believe	that	improvement	in	diversity	should	be	a	continuing	process,	rather	than	a	suite	of	“one	off”
reforms.	To	this	end,	we	are	particularly	assisted	by	the	formation	of	an	active	group	of	diversity	champions
from	the	firm’s	senior	echelons,	serving	on	the	Gender	Diversity	Sub	Committee	and	ensuring	that	diversity
remains	on	the	agenda	in	the	long	term.
Retention	of	female	talent	at	the	senior	level	has	been	high	on	the	agenda,	particularly	relating	to	those
embarking	on	or	returning	from	a	period	of	maternity	leave.
The	firm	has	a	number	of	initiatives	designed	to	facilitate	the	transition	from	parental	leave	back	into	the
workforce.	These	include:
•	Funding	for	primary	carers	to	access	a	“return	to	work”	coaching	service	that	is	appropriate	to	their	needs;
•	Fee	budget	relief	for	primary	carers	for	the	initial	transitional	period	to	allow	the	employee	to	gradually
calibrate	their	workload	to	a	full	time	or	pro	rata	level	over	several	months.		We	believe	that	improvement	in	diversity	should	be	a	continuing	process,	rather	than	a	suite	of	“one	off”
reforms.	To	this	end,	we	are	particularly	assisted	by	the	formation	of	an	active	group	of	diversity	champions
from	the	firm’s	senior	echelons,	serving	on	the	Gender	Diversity	Sub	Committee	and	ensuring	that	diversity
remains	on	the	agenda	in	the	long	term.
External	reporting	to	our	key	clients	is	also	a	key	part	of	our	strategy.	One	client,	an	ASX-20	listed	company,
has	invested	time	in	reviewing	our	latest	diversity	initiatives	and	provided	positive	feedback,	indicating	that
they	are	looking	forward	to	receiving	the	next	update.	This	continuous	process	of	disclosure	can	only	benefit
our	mission	to	improve	organisational	diversity. 63.1 36.9 48.3 51.7 70.3 29.7 16.3%	of	all	women/14.3%	of	all	men no

Minter Ellison 91,556,716,819 360 264 80 5 709 34F/48M 29 143 13 4 189 22% 45% 3% 27% 10% 55% N/A 69.5 30.5 61.6 38.4 73 27 11.7%	of	all	women/	0%	of	men yes
Minter Ellison SA/NT 77,478,593,704 48 20 25 8 101 0 4 20 7 0 31 35% 175% 0% 31% 15% 71% 79.3 20.7 66.7 33.3 75.7 24.3 0.0%	of	all	women/	0%	of	men	 yes
Moray & Agnew 76,486,092,631 114 60 38 2 214 5F/2M 2 24 0 0 26 8% 0% 0% 12% 1% 39% N/A 77.8 22.2 75.6 24.4 71.6 28.4 6.2%	of	all	women/	0%	of	men no
Norton Rose Fulbright Australia 32720868049 208 116 21 3 348 40F/28M 28 75 25 2 130 41% 89% 3% 37% 23% 65% 70.6 29.4 62.5 37.5 75 25 12.7%	of	all	women/11.1%	of	all	men Yes
Turks Legal (P Turk P Domens J Myatt J Hick 
A Edwards D McCrostie P Angus D Turk P 
Riddell)

50150169411

39 40 5 0 84 6F/2M 1 10 1 0 12 17% 100% 0% 14% 5% 25%

N/A

62.8 37.2 70.6 29.4 67.5 32.5 11.1%	of	all	women/N/A No
Carroll & O'Dea ( P.A Carroll & D.B Farah & 
H.G Harrison & R.P Higgins & H. Indari & A. 
O’Dea & Peter Punch)

70355352183

19 22 8 4 53 0F/0M 7 14 0 1 22 32% 0% 7% 42% 26% 58%

In	the	last	three	years	this	firm	has	introduced	multiple	initiatives	supporting	gender	equality	outcomes	that	foster	an	inclusive	and	supportive	work	environment.	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	including:	the	development	and	adoption	of	our	Diversity	policy	
aligned	to	our	values	of	respect	,	excellence,	honesty	&	integrity,	teamwork	and	effective	communication;	delivery	of	unconscious	bias	training	for	all	professional	staff;	development	and	implementation	of	a	
mentoring	program	for	professional	staff;	reviewed	and	confirmed	Flexible	Working	Arrangements	policy;	reviewed	and	confirmed	Working	from	Home	policy;	reviewed	remuneration	practices	across	the	firm	
to	eliminate	pay	imbalances;	reviewed	and	enhanced	parental	leave	policy	including	increasing	the	weeks	of	paid	parental	leave	and	also	offering	paid	leave	to	secondary	carers;	development	and	roll	out	of	
our	“Leadership	Development	Series”.	The	Series	provides	for	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. 72.1 27.9 64.3 35.7 82.9 17.1 42.9%	of	all	women/N/A No

Pizzeys Patent and Trade Mark Attorneys Pty 
Ltd

64607169648
2 1 0 0 3 0F/0M N/A N/A N/A N/A 0 N/A #VALUE! #VALUE! 0% #VALUE! #VALUE!

N/A
56.5 43.5 0 0 0 0 N/A No

QANTM Intellectual Property Limited 43612441326 39 38 14 10 101 0F/0M N/A N/A N/A N/A 0 N/A #VALUE! #VALUE! 0% #VALUE! #VALUE! N/A 67.8 32.2 72.7 27.3 83 17 16.7	of	all	women/0%	of	all	men No
Sparke Helmore (R.H Anicich & A.J 
Deegan_& Others)

78848387938
171 106 60 12 349 4F/3M 21 54 1 0 76 29% 5% 0% 22% 10% 46%

N/A
71.2 28.8 64.6 35.4 68.7 31.3 15.8%	of	all	women/0%	of	all	men No

Ryan Carlisle Thomas (RCNT Administrative 
Services Pty Ltd.)

12072858013
2 0 5 0 7 0F/0M N/A N/A N/A N/A 0 N/A #VALUE! #VALUE! 0% #VALUE! #VALUE!

N/A
97.2 2.8 93.3 6.7 85 15 28%	of	all	women/N/A No

Reed International Books Australia Pty Limited 70001002357
103 64 19 3 189 0F/0M N/A N/A N/A N/A 0 N/A #VALUE! #VALUE! 0% #VALUE! #VALUE!

N/A
61.1 38.9 85 15 49.2 50.8 6.7%	of	all	women/0%	of	all	men No

Russell Kennedy Solicitors 14940129185

39 27 7 2 75 10F/3M 5 28 5 1 39 26% 100% 4% 52% 22% 100%
Implemented	a	Gender	Equality	Strategy	in	March	2017.	The	Strategy	focuses	on	four	gender	equality	metrics	which	include:	1.	Flexibility,	2.	Gender	Composition,	3.	Gender	Pay	Equity,	4.	Leader	&	Manager	
Capability. 76 24 73.7 26.3 69.6 30.4 0%/0% Yes

Shelston IP Pty Ltd 23608104070 9 19 4 0 32 0F/0M N/A N/A N/A N/A 0 N/A #VALUE! #VALUE! 0% #VALUE! #VALUE! The	Board	of	Xenith	IP	Group	Limited	aims	to	have	no	less	than	40%	women	members	by	2020.	Women	currently	comprise	60%	of	Board	members. 68.5 31.5 33.3 66.7 77.8 22.2 0%/0% No
Shine Lawyers Pty Ltd 86134702757

265 124 113 15 517 5F/4M N/A N/A N/A N/A 0 N/A #VALUE! #VALUE! 0% #VALUE! #VALUE!

A	strategic	plan	is	currently	in	development,	with	the	intent	to	intergate	our	subsidaries.	At	which	time	there	will	be	a	consistent	approach	in	governing	many	of	these	gender	diversity	initiatives.	The	
subsidaries	will	be	supported	by	a	Shared	Services	Model	enabling	one	consistent	approach	across	the	group.	Shine	Lawyers	Pty	Ltd	which	comprises	of	82.7%	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.	Many	of	the	Shine	Lawyers	Pty	Ltd	policies	and	
initiatives	will	be	introduced	across	the	group	with	the	integration	process.	The	likely	timeframe	for	integration	will	be	a	phased	approach	over	the	coming	24	months. 74.7 25.3 71.7 28.3 75.2 24.8 15.6%	of	all	women/0%	of	all	men No

Slater & Gordon Ltd 93097297400

183 95 71 12 361 0F/0M N/A N/A N/A N/A 0 N/A #VALUE! #VALUE! 0% #VALUE! #VALUE!

Over	75%	of	employees	are	women	and	much	has	been	done	to	develop	an	inclusive	culture	that	supports	the	career	development	and	retention	of	valued	female	employees.	In	senior	leadership	groups,	
there	is	a	higher	proportion	of	women	than	men,	and	a	strong	pipeline	of	talented	women	growing	and	developing	within	the	organisation.The	commitment	is	also	evidenced	by	the	high	retention	of	
employees	after	parental	leave	with	over	90%	of	employees	returning	to	work	with	the	majority	on	a	flexible	working	arrangements.	It	is	also	worthy	of	note	that	many	of	the	employees	returning	to	work	
after	parental	leave	often	continue	to	seek	out,	and	be	offered,	new	career	development	opportunities.	Role	modelling	is	apparent	through	all	levels	in	the	organisation. 77.1 22.9 76.3 23.7 78.8 21.2 9.5%	of	all	women/0%	of	all	men No

Spruson & Ferguson Pty Limited 55601269050

17 24 3 1 45 0F/0M N/A N/A N/A N/A 0 N/A #VALUE! #VALUE! 0% #VALUE! #VALUE!
Spruson	&	Ferguson	Pty	Limited,	Spruson	&	Ferguson	Lawyers	Pty	Limited,	IPH	Limited	and	IPH	Services	Pty	Limited	provides	regular	training	to	all	staff	from	all	levels	regarding	appropriate	workplace	
behaviour.	The	last	appropriate	workplace	behaviour	training	was	conducted	in	late	2014.	The	next	training	session	will	be	held	within	the	next	six	months. 62.1 37.9 33.3 66.7 70 30 16.7	of	all	women/0%	of	all	men No

The Lantern Legal Group Pty Ltd 98076868034 28 17 16 1 62 0F/0M N/A N/A N/A N/A 0 N/A #VALUE! #VALUE! 0% #VALUE! #VALUE! We	have	provided	lunch	and	learn	sessions	that	cover	such	things	as	unconscious	bias.	We	have	focus	groups	to	discuss	the	transition	between	a	working	person	to	a	working	parent. 80.3 19.7 72.7 27.3 70.6 29.4 12.5%	of	all	women/0%	of	all	men No
The Trustee for The Gadens Service Trust No 
2

76950746247
69 38 11 2 120 4F/5M 7 23 3 0 33 30% 43% 0% 28% 13% 58%

N/A
73.9 26.1 70.8 29.2 70.5 29.5 24%	of	all	women/N/A No

Thomson Geer 21442367363 96 94 32 5 227 15F/3M 13 67 4 1 85 20% 31% 1% 37% 13% 69% N/A 65.9 34.1 56.8 43.2 71.8 28.2 21.9%	of	women/0%	of	men No
TressCox Lawyers 93281528297 36 15 18 6 75 0F/0M 7 14 5 1 27 44% 71% 7% 36% 22% 71% N/A 70.6 29.4 44.4 55.6 77.1 22.9 42.9%	of	all	women/0% No
Wotton And Kearney 90206732123

46 38 17 4 105 1F/1M 1 10 0 0 11 9% 0% 0% 10% 2% 24%

During	the	past	reporting	year,	the	Firm	introduced	The	Women’s	Leadership	Forum,	which	core	objective	is	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	female	employees,	ensuring	that	they	may	successfully	grow	their	careers	at	Wotton+Kearney.	Wotton+Kearney'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.	Wotton	+	Kearney	is	also	a	signatory	to	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. 72.1 27.9 56.2 43.8 71.1 28.9 0%/0% No

532 2069 175 67 2843 33% 3% #DIV/0! #DIV/0!

707 2136

Notes
Model	Equitable	Briefing	Policy	adoption	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	2016	information	accessed	at	https://www.wgea.gov.au/sites/default/files/WGEA-Employer-of-Choice-for-Gender-Equality-citation-holders-2016.pdf
In	response	to	Question	2.5	some	firms	described	different	partnership	arrangements	outside	the	WGEA	definition	of	Equity/Non-Equity	partners	-	eg	Lander	and	Rogers,who	described	a	Partnership	Agreement	with	Fixed	Share	Partners	who	are	not	employees.
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