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ABOUT THE AUSTRALIAN
LEGAL SECTOR ALLIANCE

Working together to improve sustainable practice

The Australian Legal Sector Alliance (AusLSA) is an expanding association of Australian law firms,
strategic partners and key stakeholders who have chosen to work collaboratively to promote and
increase sustainable practices across the legal sector. AusLSA is an independent not-for-profit
enterprise which was developed and is funded solely by its law firm members.

AusLSA provides a framework where its members, key partners and key stakeholders can contribute
their knowledge and experience to further the group's shared sustainability values and objectives.
AusLSA also provides tools and resources to assist it's members to more easily plan and implement
their sustainability initiatives.

As a part of a global movement, AusLSA cooperates and shares information with the Legal

Sustainability Alliance of England & Wales and the Law Firm Sustainability Network, based in the USA.

AusLSA's Vision and Mission

Vision - Our vision is for the Australian legal sector to be widely known as an international leader in
social and environmental sustainability and for creating societal value.

Mission - To work collaboratively to inspire and facilitate greater sustainable practice across the legal
sector addressing areas including people/workplace, community, environment, and governance.

The AusLSA Principles

All AusLSA Members have committed to the AusLSA Principles:

1. Developing a shared understanding of the value that sustainability provides across our
businesses

2. Working collaboratively to build the capacity of our peers, suppliers and other stakeholders
to improve their sustainability

3. Engaging in the public debate to develop, apply and promote best practice across the sector

4. Measuring, managing and improving the sustainability of our businesses

5. Reporting on our progress and being accountable.

Further information about AusLSA is available on our website:
www.legalsectoralliance.com.au

AuslSA’s Executive members 2020

AuslLSA is indebted to the commitment and support of its six Executive Members and Ernst & Young.

Since its establishment in 2010 AusLSA’s Executive Members have been instrumental in providing leadership, strategic, logistical and

financial support:

v McCullough 0
CLAYTON UTZ
I DLA PIPER Robertson NORTON ROSE FULBRIGHT Maddocks EY cuoseeeer

AuslLSA is assisted by Ernst & Young who provide executive administrative and office support. In addition, AusLSA greatly benefits from
the specialist expertise Ernst & Young provides through its board appointment. Ernst & Young is the largest and most experienced

sustainability consultancy in Australia operating in business advisory and assurance.

Focus and Direction

This year we have seen our member’s commitment to sustainability and social impact grow against a backdrop of some of the most
disruptive and challenging times faced by Australian business.

As we emerge there will be the opportunity and expectation to refine and improve the AusLSA sustainability framework and to broaden
the support available to ensure that AusLSA continues to evolve and enhance its member services so that Australian law firms can remain
as a global example of leading practice for corporate purpose and responsibility.

Our members, sustainability thought leaders and legal service customers guide AusLSA on the importance of a more complete
sustainability view and approach and AusLSA is continuing to build new capacity to help members keep pace with these developments
and increased market expectations.

AusLSA's three-year strategic plan is due to be will be reviewed by the board in early 2021. The new plan will concentrate AusLSA’s efforts
on responding to the needs and building value for our members and their stakeholders (including partners, employees, customers,

stakeholder, regulators and other thought leaders).

Priorities for 2020

AusLSA prioritises the use of its resources to meet our members existing and emerging needs as well as strengthening our capacity and
programs through growth. In 2021 our priorities are:

Welcome new members — AusLSA programs benefit from high levels of participation. A strong membership reinforces the industry
support for the AusLSA model and contributes to the resources we need to provide and continually develop new programs and materials
and to promote progress.

Ongoing reporting development — AusLSA is continually reviewing and implementing opportunities to improve the scope and metrics
for our framework and public reporting. This allows us to tell the clearest story about members’ sustainability commitments and
performance that meets the expectations of stakeholders, international best practice and our members. This year the report has been
expanded to include the adoption of regulatory reporting requirements on modern slavery. Next year we will be assessing the impacts
and responses to the COVID pandemic.

New alliances — AusLSA is being strengthened through increased cooperation with selected sustainability thought leaders and NGOs.
We will continue to identify and strengthen existing alliances that assist us to provide aligned reporting and share capacity building tools,
programs and information that will make AusLSA the place to take the next step in our member’s sustainability journeys.

Spreading the word - This year AusLSA will be expanding our conversations with the customers of legal services to better understand
the types of sustainability information they are interested in from AusLSA and how we can most effectively provide it to them on our
members behalf. Members’ commitment to sustainability and their AusLSA membership also provides a wide range of benefits to their
firm’s different functions and internal stakeholders. In 2020, AusLSA will assist firms to communicate more clearly about their actions and
commitments.

Sharing the latest information and resources — AusLSA's website has been redeveloped to accommodate a broader and more up to
date set of sustainability information and materials as well as being a portal for selected materials and programs from our alliance
partners. During the year we will progressively populate the site with information on new topics as well as a stream of newsletters,. A copy
of all AusLSA Sustainability Insight reports, including the 2020 Sustainability Update are also available from our new website.
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https://legalsustainabilityalliance.com/about-us/
https://legalsustainabilityalliance.com/about-us/
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http://www.legalsectoralliance.com.au

ABOUT AUSLSA'S
SUSTAINABILITY REPORTING

Since 2009 AusLSA members have reported their environmental sustainability performance based on a set
of standardised reporting criteria and metrics created by AusLSA, its partners and members. Over the past
five years the AusLSA Sustainability Framework has progressively expanded to include a broader group

of material social sustainability issues. Last year the major planned expansion of AusLSA sustainability
reporting framework was finalised. However each year a range of emerging sustainability issues will
continue to be considered and updates made as necessary. This year’s annual report includes new
information on modern slavery management.

The key purposes of the annual AusLSA reporting process are

e To guide members' awareness of the range of sustainability issues and measures they should consider

¢ To provide a framework for AusLSA members to track the sustainability status of their operations and
the effectiveness of their sustainability initiatives

e Toincrease the understanding and transparency of the social and environmental impacts of the
Australian legal sector

AusLSA's sustainability reporting is unique. It is the only industry sustainability reporting system in Australia
that uses a common reporting scope, boundary and methodologies. This has many advantages over the
usual approach of individual sustainability reporting where organisations may use varying standards,
methodologies and assumptions, making comparability challenging.

AusLSA reporting provides members with quality and comparable management and planning information
based on consistent approaches, tools and long-term time series data. It also provides their staff, customers
and other interested stakeholders with detailed information on both individual and industry progress.

Why do AusLSA members report?

Environmental and health crises such as droughts, bushfires, catastrophic weather events and now COVID are
triggering increased awareness and interest in the different features and roles of governments and businesses.
Law firms have been leaders in developing and communicating their broader value to the communities where
they operate and as members of society.

AusLSA members are part of a growing business community who recognize how their social impact and the
values they demonstrate contribute to their communities as well as their business strength and
competitiveness. They also recognise that their employees and customers are increasingly assessing the values
they demonstrate and the purpose they pursue.

AusLSA members believe that reporting is a key part of demonstrating their commitment to sustainability and
corporate responsibility. They understand that this reporting should align with and continually evolve to meet
the best practice international models and the approaches taken by their key customers and competitors.

The tenth Annual Review of the State of CSR in Australia and New Zealand of 1,107 professionals from across
corporate and government sectors found that assessing and reporting impact and performance was the
highest sustainability priority. The survey also showed that eighty-nine percent understood that sustainability
reporting helped the reputation of their business and eighty-four percent said that it reduced risk.

All AusLSA members are different and will choose to prioritise their efforts based on their individual
challenges, opportunities and preferences. However, the discipline of standardised and regular public
reporting allows firms to not only monitor their progress against their own expectations but also to compare
themselves against the standards and leadership within their peer group. This information can be used to
manage the allocation of effort and management focus to improve in chosen areas.

By reporting together, AusLSA shows industry stakeholders that its members are committed in collaborating to
not only improve their individual sustainability outcomes but also make a contribution to the sustainability of
the legal sector as a whole.
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What Does AusLSA report?

The reporting framework developed by AusLSA is consistent with management and reporting elements commonly
applied in Australian and international organisations. This consistency provides important benefits to both member firms
and the audiences for this information.

AusLSA's framework is based around the four pillars of sustainability, being people/workplace, community, environment
and governance.

ENVIRONMENT GOVERNANCE

Gender Equality Greenhouse gas emissions Sustainability Reporting
from Electricity and Gas

Flexible Working Greenhouse gas emissions Sustainable Supply Chain
from Travel Management (including
Modern Slavery Reporting)
Diversity Renewable Electricity and Risk Management and
Carbon Offsets Purchased Business Continuity
LGBTI Inclusion Paper Use and Selection Ethics and Conduct
Physical Wellbeing Waste and Recycling

Psychological Wellbeing

Professional Development

This framework has been developed with reference to existing sustainability reporting methodologies including;

e the Global Reporting Initiative G4 e Australian GHG Protocol and ISO 14064
e the UN Sustainable Development Goals e AAT000 assurance principles
e the Global Compact and Guiding Principles

AusLSAKey reporting principles

Materiality

Materiality assessment is an early and essential step in Sustainability Reporting. The process involves the identification
of the most relevant and important sustainability impacts (both positive and negative) through the different perspectives
of a range of stakeholders. AusLSA has researched and incorporated the views and preferences of key legal sector
stakeholders including government, thought leaders, customers, employees and AusLSA members through this process.
A key advantage in reporting on sustainability as a sector is the ability to identify and apply a common set of material
issues for the legal industry, which AusLSA will continue to monitor, review and update.

Completeness

AusLSA members are increasing their capacity to provide more comprehensive and accurate information about their
material social sustainability issues and are increasingly reporting their progress. AusLSA consolidates reporting to help
its members generate a sustainability profile that is complete in terms of scope, boundaries and time and which aligns
with the developing expectations of both clients and corporate governance.

Responsiveness

Members Sustainability Profiles highlight the most material issues for the sector as a whole. Each firm’s individual report
provides categorised information about how they are addressing the sustainability issues in each of the material issues
included in the report.

2020

MEMBER LOGO



https://www2.deloitte.com/content/dam/Deloitte/nz/Documents/risk/2018_state-csr-report-final.pdf
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http://www.ghgprotocol.org/about-us
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How we report

Each year all AusLSA members are invited to report based on the AusLSA standard reporting framework. Reporting is generally

open from July until mid-September, although this year the AusLSA has allowed a greater level of flexibility in recognition of the
disruption caused by COVID and impacts of widespread office shutdown and re-openings.

Member information is collected by AusLSA’s own Sustainability Reporting and Analysis Tool (SRAT). The SRAT has been
specifically designed to capture, analyse and report information about the material sustainability impacts in the Australian legal
sector. The tool precisely reflects the sustainability principles and methodology that AusLSA has adopted in the development of its
sustainability framework.

The SRAT also assists in data collection by focusing on the data that is are readily available through typical operating processes.
For example, users have the option to enter data such as taxi expenditure or reams of paper purchased rather than requiring
detailed activity data such as taxi trips or printing data.

Importantly, in addition to collating data, the SRAT provides database and analysis functionality which provides valuable planning
and management information. The SRAT is designed to enable members to benchmark against their peers and well as compare
their performance against prior years to identify their strengths and opportunities. This critical information can then support

planning and management of their sustainability commitments.

AusLSA's SRAT software is developed and maintained by INFORMED 365, an independent Australian company who continues to
assist AusLSA to grow the tool's features to better plan and manage law firms’ sustainability programs. The SRAT utilises the latest
emissions factors and models from a variety of sources, most notably the National Greenhouse Accounts (NGA) and the UK
Department of Environment Food and Rural Affairs.

Acknowledgements

The development of AusLSA's reporting framework and the analysis and commentary included in this report has been greatly
assisted by the input of a group of key organisations who provide related programs and thought leadership in different areas.
AusLSA would like to thank the following organisations for their assistance in developing AusLSA's Sustainability Framework and

the 2020 report:
1. The Australian Pro Bono Centre - legal pro bono programs
2. The Workplace Gender Equality Agency - gender equality and flexible working
3. One Million Donors - charitable giving and non-legal volunteering
4. Pride in Diversity - LGBTl inclusion
5. Reconciliation Australia and the Legal Profession Reconciliation Network - Aboriginal

and Torres Strait Islander reconciliation
. The Minds Count Foundation - Psychological wellbeing
7. Ernst & Young
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GLOBAL SUSTAINABLE
DEVELOPMENT GOALS

What Are They?

The Sustainable Development Goals are an agreed set of critical global focus areas with common definitions and targets that
include a comprehensive range of inter-connected sustainability issues.

The goals were developed by the United Nations in 2015 and include 17 goals and 169 related targets.

The goals and their associated targets promote the interdependence of sustainable development’s three dimensions of;
environmental, social and economic and integrate them into a universal framework for global cooperation and action.
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Why Are They Important?

Cooperation, coordination and partnerships are one of the key determinants of how far and how fast we can move towards
sustainability. The Sustainable Development Goals provide an important universal focus to address our global challenges.
The United Nations, governments, corporations and non-government organisations can work more cooperatively by using
goals and associated targets to identify opportunities, classify their investments and evaluate their progress in these key
areas.

It is also important that AusLSA and its members can see their sustainability commitments through the lens of the sustainable
development goals. By aligning our own sustainability framework with the Sustainable Development Goals we can better
understand these global priorities and opportunities, and our roles and obligations to address these issues as a profession
and an industry.

How Are They Relevant To Members?

More and more organisations are learning that building an organisational purpose that includes creating value for others and
improving the world we live in, also inspires many of their critical internal and external stakeholders, which in turn drives profits and
creates sustainable value. Contributing to these Sustainable Development Goals is increasingly recognized by the international
community as ‘creating shared common value' for all stakeholders and therefore it will be a strong driving force for purpose.

How Are The Goals Covered In AusLSA's Sustainability Framework?

There are very few corporations and industries that would include all of the 17 Sustainable Development Goals in their
significant impacts or opportunities. In reality, the nature of our industries, business purpose and professional focus mean
that different organisations will have stronger opportunities to address different Sustainable Development Goals.

Law firms by the nature of their business are exposed to certain common impacts and opportunities that arise by the nature
of their profession and industry. These impacts and opportunities are generally shared by most (if not all) law firms and

correlate with a number of the Sustainable Development Goals. There is also a second set of impacts and opportunities that
will be more specific to the individual business and strategic priorities of different law firms. This may include their market
focus but also the focus of community programs including pro bono and charitable giving etc.

The alignment of AusLSA measures with the Sustainable Development Goals.

Sustainable AusLSA Sustainable AusLSA Sustainable AusLSA

Development Reporting Development Reporting
Goal Goal

Development Reporting
Goal
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It is important that AusLSA and its members can visualise and articulate their sustainability commitments through the lens of
the Sustainable Development Goals.

SDG aware firms will also be able to demonstrate to their clients and other stakeholders how their commitments contribute
to a recognised set of global priorities.

Other Sustainable Development Goals

In addition to those Sustainable Development Goals covered directly by AusLSA reporting, AusLSA also measures additional
actions and activities undertaken by members that influence the remaining goals which are also measured in AusLSA's
reporting. These activities include:

e Legal Pro Bono Programs e  Charitable Giving
* Non Legal Volunteering e  Sustainable Procurement

NO ZERO
POVERTY HUNGER

e &

GLEANWATER DECENT WORK AND

1 LIFE 1 LIFE
AND SANITATION ECONOMIC GROWTH BELOW WATER ON LAND

o

AusLSA members also make strategic decisions about the type of business partnerships and markets they wish to develop
and prioritise which also help to demonstrate the firm's values and achieve its purpose. Through their working relationships
with their clients, law firms help to facilitate and deliver many projects and assist organisations that help deliver on the
Sustainable Development Goals and targets.
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An Awakening

Leading national governments have accepted that modern slavery
is a unplanned consequence of the operations and supply chains of
many businesses.

The international community has committed to Target 8.7 from the
UN Sustainable Development Goals to end modern slavery by
2030. The 2018 EY Investor Survey found that human rights
practices and supply chain risks were two areas with the most
substantial annual increase in investor attention.

Ineffective regulation from the past is being replaced with a greater
commitment from regulators and modern slavery reporting is now
mandatory in Australia for larger organisations.

What is Modern Slavery

The term modern slavery is used to describe situations where
coercion, threats or deception are used to exploit victims and
undermine or deprive them of their freedom.

Modern slavery includes the crimes of human trafficking, slavery
and slavery like practices, such as forced labour, the sale and
exploitation of children, and bonded labour. The most common
form of modern slavery in corporate supply chains is bonded or
indentured labour that occurs through the exploitation of
vulnerable migrants who are subject to debts from labour

LEARN MORE:
WHERE DOES MODERN SLAVERY FIT?

Modern slavery happens at the most extreme end of a spectrum that ranges
from decent work to serious criminal exploitation.

/\ MODERN SLAVERY
Worker cannot refuse or cease work because of coercion, threats or

deception.
Worker may also be deprived of personal freedom.

DANGEROUS OR SUBSTANDARD WORKING CONDITIONS
Worker can refuse or cease work but doing so may lead to detriment.
Worker is not fairly paid and does not receive some or all entitlements.
Worker may be required to work excessive hours.

Workplace is unsafe.

DECENT WORK

Workers' rights respected.

Worker free to refuse or cease work.

Worker paid fairly (at least the minimum wage).
Workplace is safe.

recruitment fees.

Modern slavery is only used to describe serious exploitation.
It does not include practices like substandard working conditions or
underpayment of workers.

This Spotlight includes information provided by AusLSA’s Partner - EY
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According to the latest figures from the Global Modern Slavery Index
an estimated 40.3 million men, women, and children were victims of
modern slavery on any given day in 2016. Of these, 24.9 million
people were in forced labour and 15.4 million people were living in a
forced marriage. Women and girls are vastly over-represented,
making up 71 percent of victims. In the past five years, 82 million
people experienced some form of modern slavery for periods of
time and collectively approximately US$150 billion per year is
generated in the global private economy from forced labour.
Twenty-five million people or sixty two percent of all people enslaved
globally are in the Asia-Pacific Region. The Australian Government
estimates there were 1,567 modern slavery victims in Australia
between 2015 and 2017.

Australia’s Path to Regulation

Most forms of modern slavery and exploitation are already illegal in
most jurisdictions and in Australia it has been covered under the
Commonwealth Criminal Code.

Since 2010, new more specific regulations have been introduced in
California, France, Italy, the EU and the UK.

In February 2017 the Australian government commenced an
enquiry into establishing a Modern Slavery Act to “equip and
enable the business community to respond effectively to modern
slavery and develop and maintain responsible and transparent
supply chains.” Around 200 submissions from corporations and
organisations were received and considered prior to the release of
an interim report.

During this time the NSW the state government was also
developing legislation which was passed in June 2018 (but is not
yet in force). The Modern Slavery Act was referred to the Standing
Committee on Social Issues for inquiry to determine whether the
NSW Modern Slavery Act is necessary; and whether inconsistencies
or duplication between the NSW Modern Slavery Act and the
Commonwealth Act have been sufficiently addressed by the Draft
Modern Slavery Amendment Bill 2019 (and Draft Modern Slavery
Regulation 2019).

Australia’s Modern Slavery Act

Australia’s new Modern Slavery Act 2018 was passed by parliament
on 29 November 2018 and came into effect on 1 January 2019. The
new legislation consolidates Australian law within a Modern Slavery
Act and introduces new provisions for corporate disclosures and
reporting, requiring public disclosure within six months after the end
of each organisations financial reporting period.

avery

Requirements of the legislation

The Modern Slavery Act requires mandatory disclosure from
organisations that carry out business in Australia with revenues over
AUD$100m. The law is estimated to impact around 3,000 entities,
including many law firms.

Included entities need to prepare annual Modern Slavery
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Statements addressing the modern slavery risks identified in their
operations and supply chains and the steps taken to identify,
mitigate and remedy the risks or incidents. The first reports are due
at the end of each reporting entity’s first full financial year after
January 1, 2019. For most Australian law firms, this means the end of
June 2020.

Modern Slavery Statements are public documents and need to be
signed off by the firm’s leadership, and as such, will need to fit
within the firm’s formal risk management procedures and include
demonstrable actions to back them up.

There is no set template for statements and while each reporting
firm will be able to decide how to structure its statement there are
seven mandatory criteria:

1. identify the reporting entity

2. describe the reporting entity’s structure, operations
and supply chains

3. describe the risks of modern slavery practices in the
operations and supply chains of the reporting entity
and any entities it owns or controls

4. describe the actions taken by the reporting entity
and any entities it owns or controls to assess and
address these risks, including due diligence and
remediation processes

5. describe how the reporting entity assesses the
effectiveness of these actions

6. describe the process of consultation with any entities
the reporting entity owns or controls (a joint statement
must also describe consultation with the entity giving
the statement), and

7. provide any other relevant information.

When preparing statements, firms should also consider how they
will continue to develop and strengthen their response to modern
slavery over time.

Firms that are not required to comply with the Modern Slavery
reporting requirement can chose to voluntarily comply, but they
must formally notify the Modern Slavery Business Engagement
Unit of their statement.

Compliance Guidelines

The Department of Home Affairs
released detailed guidance,
developed in consultation with
businesses and civil society on 28
September 2019. The guidelines will
assist businesses and organisations to
understand and comply with the new
Modern Slavery Act. The guidelines
detail the entities that are required to
report under the new law, when they
need to report, how to respond to
each of the mandatory criteria set out
in the Act and what modern slavery is.


https://www.homeaffairs.gov.au/criminal-justice/files/modern-slavery-reporting-entities.pdf
https://www.homeaffairs.gov.au/criminal-justice/files/modern-slavery-reporting-entities.pdf
https://www.legislation.gov.au/Details/C2018A00153
https://www.ey.com/Publication/vwLUAssets/ey-human-rights-and-modern-slavery/$FILE/ey-human-rights-and-modern-slavery.pdf

SPOTLIGHT ON MODERN SLAVERY

NSW Legislation

The NSW Modern Slavery Act 2018 requires commercial
organisations with an annual turnover of $50 million or more to
produce a Modern Slavery Statement on the incidence of modern
slavery in their supply chains. The NSW legislation was passed and
assented to the legislation in June 2018, shortly before the
Commonwealth Government introduced their bill on 28 June 2018.

Both regimes seek to ensure that companies have a publicly-
available modern slavery statement that customers and the public
can scrutinize enabling consumers and contractual counter-parties
to assess, make decisions and participate in a debate about ethical
supply chains.

In June 2019 the NSW Government announced a review of their
intended legislation which began in August 2019 with the
scheduled release of review findings due on the 14th of February
2020. The government's response was finally released on 28
September 2020. The NSW government reaffirmed its commitment
to implementing a modern slavery regime for NSW but wanted to
seek greater harmonisation with the Commonwealth’s Modern
Slavery Act reporting requirements before introducing necessary
amendments that complement the Commonwealth Act and which

are not inconsistent with it.

Both regulatory regimes seek to ensure that companies have a
publicly-available modern slavery statement so that customers and
the public can scrutinize enabling consumers and contractual
counter-parties to assess, make decisions and participate in a
debate about ethical supply chains.

How does Australia compare
to other jurisdictions?

There are three comparable regulations in similar countries to
Australia

1. The UK Modern Slavery Act (2015) is a broader Act, which
contains provisions confirming the offence of modern
slavery. Reporting disclosures is one section (54), whereby
guidelines for reporting criteria are provided, however, not
mandated. The threshold for companies to report is
GBP£36m however the public sector is not subject to
reporting provisions.

2.  The US, amendments to the Tariff Act of 1930 now forbid
goods made with forced labour from entering the country
The California Transparency of Supply Chain Act (2012),
requires retailers and manufacturing companies with
worldwide annual revenues of USD$100m or more that sell/
operate in California to report on their specific actions to
eradicate slavery and human trafficking from its direct supply
chain.

The Corporate Duty of Vigilance Law was adopted by the
French Parliament in February 2017. It requires
approximately 150 of the largest French companies to
assess, address, and report on the adverse impacts of their
companies on people and the planet, including impacts
linked to their companies and those of suppliers and
sub-contractors. Concerned parties can bring allegations of
noncompliance before the court, who can issue fines of up
to EU€10m for failing to publish a plan or EUE30m where a
failure has resulting in damages that would have otherwise
been preventable. Formal enforcement provisions are
unlikely — however, a proposed central repository of
statements would facilitate non-compliant companies to be
“named and shamed"”.

Realising the benefits

Strong due diligence frameworks create a robust governance and
accountability structure. At an operational level businesses benefit from
improved due diligence processes where they have closer relationships
with their suppliers and greater transparency over supplier practices.
Providing boards and leadership teams with the information they need to
efficiently discharge their duties, and use their oversight to motivate
change, is a precondition for strengthening the organisation’s brand and
trusted reputation.

Five Leading Practices

Identifying Risks: Organisations on the front foot in identifying modern
slavery risks have trained procurement staff that include modern slavery risk
considerations as part of pre-qualification supplier questionnaire and interview
processes. This includes strategic decision making relating to new country
entry and expanding product or production lines.

Assessing data: Businesses are utilising data collected through self-
assessment questionnaires and front-line team observations to compliment
publicly sourced information (e.g. the Global Slavery Index) to risk assess large
numbers of suppliers to segment procurement category groups for further
due diligence attention.

Mitigate: The most effective mitigation activities are those that focus on
building strong relationships with suppliers to improve supplier capabilities
and to better understand their needs, limitations and those of their workforce.
Involvement or leadership in industry specific forums (e.g. those for cotton and
regional specific garment manufacture) are demonstrating progress in
affecting systematic change and positive impacts on the workforce.

Remediate: Like mitigation, the most impactful remediation activities do not
occur in isolation. Partnerships between the private sector and NGOs are
proving to be very effective in supporting grievance mechanisms, and
facilitating payment of withheld wages. Some businesses are addressing
remediation by directly employing survivors of modern slavery.

Monitor and Improve: Leading organisations are embedding supply chains
(and modern slavery) risk factors within corporate risk registers to ensure
formal monitoring, reporting and escalation of risks and progress to mitigate
risks. It is important for all organisations to recognise that supply chain risk
management is an evolutionary process and will require review and
adjustment as the business learns and adapts to its risk environment.

What AusLSA are doing?

The Australian Government’s new Modern Slavery legislation and
regulations will require most AusLSA members to develop new systems to
research, understand manage their supply chain for modern slavery risks.
AusLSA will work with members to share resources and information and
look at the opportunities to develop tools to better manage this process.
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A law firm’s workforce is its most critical resource and its greatest
responsibility. A firm’s responsibility to its workforce should be based
on a clear understanding and commitment to their ethical and human
values. The proven rewards from this approach are a more engaged,
aligned and productive workforce that provides the most valuable
advocacy of the firm’s brand.

The COVID pandemic is the most significant disruption to the legal
industry in generations. Changes to the working arrangements for staff,
combined with the additional personal pressures on staff, has placed
chronic stress on many people. The disruption has also impacted
firm’s ability to deliver the existing programs that have been developed
over the last few years to help support their staff and even to effectively
monitor their wellbeing. There is general agreement that flexible
working will play a much larger part in the weekly and annual working
behaviours of many employees. While many long-held concerns were
tested and found to be untrue or solvable firms will need to continue to
focus on improving the monitoring and delivery of wellbeing programs
for some time.

Respecting the important role of work to the individual is a critical
foundation of this responsibility. Work provides the financial means for
people to live and pursue their personal and family goals as well as
contributing to careers, security and purpose. But these rewards also
require hard work, commitment and sometimes some sacrifice, which
can affect wellbeing.

The condition of someone’s relationship with their workplace affects
their performance as well as their wellbeing. High functioning people
and teams are led, developed and nurtured using progressive policies,
structures, processes and organisational cultures. Firms that
understand these growing expectations are increasingly well
positioned to attract and retain the best people and support them to
do their best work.

There are important interrelationships between the different elements
that are measured in this report. For example, flexible working makes
an important contribution to both gender equality as well as physical
and psychological wellbeing. Diversity and inclusion also has significant
impact on psychological wellbeing.




PEOPLE | sistarasiny msichr | 2020

GENDER EQUALITY

Many would expect Australia to be in the leadership group of developed nations when it comes to gender equality. However, The
World Economic Forum'’s 2020 Global Gender Index ranks Australia in 44 out of 153 countries surveyed while New Zealand sits at
6. Australia is not even placed in the in the top 10 in East Asia and the Pacific, sitting below the Philippines and Laos. Australia has
dropped five places in the last two years and fallen to 44 from a position of 15 in 2006. In the economic participation index (which
measures wages, employment and workforce representation) Australia has dropped even further from a position of 12 in 2006 to a
position of 49 in 2020.

Clearly, progress has been made since the gender equality movement commenced with the Victorian Suffrage Society and the first
female trade union, from 1882. But comparing contemporary Australian gender equality against these historical benchmarks of the
twentieth century or of those of other cultures, skims over the fact the women like many other groups still do not enjoy the same
resources, opportunities, rewards or security as traditionally powerful groups.

Improving gender equality boosts the productivity and performance of organisations and the economy and helps to build
stronger societies, economies, businesses and individuals. The Workplace Gender Equality Agency has documented a range of
organisational benefits of gender equality and the Grattan Institute has calculated that removing barriers for women to enter the
workforce could boost the Australian economy by around $25 billion per year.

Corporate Australia, however, is changing. Between 2009 and 2019 the number of women on the Boards of ASX200-listed
companies grew from 8.3percent to 29.7 percent. In 2019, forty -five percent of appointments to ASX200 boards were women.

The percentage of women in the 100 largest companies is 27.7% and in the 1,000 smallest companies it is 15.7%. Forty-five percent
of appointments to ASX200 boards were women.

In the legal sector the focus on in gender equality has been strong, with state law societies and law firms supporting the Law
Council of Australia’s commitments, targets and programs including the Diversity and Equality Charter and Equitable Briefing
Policy.

The 2018 National Profile of the legal profession in Australia revealed that there are female 39,700 solicitors which make up fifty-two
percent of the legal profession. However, the WGEA only measured thirty-five percent of women in key management roles. The
then Law Society of NSW Chief Executive Officer, Michael Tidball, said ‘the growth in number of female lawyers emphasised the
need for law firms and law societies to increase their efforts and strategies to boost the number of women in leadership positions’.
An Australian Financial Review partnership survey conducted since the 2018 National Profile, found that two-thirds of the 128 new
partners appointed at the nation’s larger law firms were women.

The Law Council is committed to taking measures that ensure a level playing field for all members of the Australian legal
profession. A major step towards this has been is the development of a National Model Gender Equitable Briefing Policy. The
Policy includes interim and long-term targets with the objective of briefing women in at least thirty percent of all matters and
paying them thirty percent of the value of all brief fees by 2020. The Law Council’s 2018-19 survey of performance against this policy
was 27% and 20% respectively.

The Workplace Gender Equality Authority collects and provides annual data on a range of gender equality issues. The latest
data shows that the Australian legal sector performs strongly against similar industry sectors in gender related commitment and
performance.

FORMAL POLICY POLICY PUBLISHED INITIATIVES

Comparison of Gender Equality Performance
| | AusLSAMembers | Total Legal Services | All Professional Services | Accounting Services | Aust Industry

Policy 91% 84% 83% 74% 75%
Targets 64% 48% 42% 39% 32%
remale Management Not measured 63% 47% 49% 49%
romotions

Composition Key

Management/General 34% 35% 28% 23% 32%
Manager

Composition Lawyers 64% 63% 46% 53% 53%

and Professionals

Gender e G Not measured 10% 17% 8% 16%
(professionals)

Source: WGEA Data Explorer

2020 AusLSA Member Performance

Over previous years AusLSA members have made commitments and set new standards to improve the balance of opportunity for
both men and women. Our 2020 results indicate that these commitments have become standard in the sector.

Ninety four percent of respondents have a gender equity policy, which is up from 91% last year, and remaining firms are
implementing diversity and inclusion policies which address many issues in common with gender equality. This year seventy- three
percent of firms have decided to publish their gender equality policies signifying an increased level of policy commitment and
transparency.

For the last three years all reporting firms have continued to allocate the key oversight responsibility for implementing this policy
to either a partner, manager or committee. This increased from ninety-seven percent in 2017. There is strong evidence that leaders
and leadership teams are taking greater public accountability for their firm’s performance on pay equity with fifty-seven percent
who had Managing Partners who were WGEA Pay Equity Ambassadors, up from forty-nine percent in 2016. However this year there
has been a reduction in AusLSA firms who are also WGEA Employers of Choice for Gender Equity which decreased from a 2019
peak of sixty-nine percent to fifty nine percent this year.

Despite these widespread commitments and programs, improvement of gender ratios of law firm partners has shown limited
progress. In 2016 when we commenced measuring gender representation of female partners, the ratio sat at 26.4%. This year the
level is thirty percent. This is in comparison to an overall proportion of female lawyers amongst AusLSA members of fifty-eight
percent. While there is progress to be made, these results are consistent with or better than similar professions as reported by
WGEA.. For example, the accounting services also have an equal representation of women across their employee base but only twenty-
three percent in key management positions.

Slow growth in gender balance in senior positions can be partially justified by the effect of lags between the growth in female numbers and
the building of required experience and seniority for promotion, there is little doubt historical imbalances in equality of opportunity are also a
significant factor. As we continue to see continued improvement in these numbers over time that supports the hypothesis that member firm’s
equity policies and practices should achieve a continued improvement in these numbers over time.
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https://www.wgea.gov.au/topics/workplace-gender-equality/the-business-case
https://grattan.edu.au/news/why-australia-needs-more-women-working/
https://www.lawcouncil.asn.au/files/web-pdf/1508-Charter-Diversity-and-Equality-Charter.pdf
https://www.lawcouncil.asn.au/policy-agenda/advancing-the-profession/equal-opportunities-in-the-law/national-model-gender-equitable-briefing-policy
https://www.lawcouncil.asn.au/policy-agenda/advancing-the-profession/equal-opportunities-in-the-law/national-model-gender-equitable-briefing-policy
https://www.lawsociety.com.au/sites/default/files/2019-07/2018 National Profile of Solicitors.pdf
https://www.afr.com/companies/professional-services/legal-partnership-survey-2018-database-20180628-h11yzt
https://www.lawcouncil.asn.au/files/pdf/policy-guideline/National_Model_Gender_Equitable_Briefing_Policy_updatedversion.pdf?f9bad4ce-8780-e711-93fb-005056be13b5
http://data.wgea.gov.au/comparison
https://www.wgea.gov.au/leading-practice/wgea-pay-equity-ambassador-network
https://www.wgea.gov.au/leading-practice/employer-of-choice-for-gender-equality
https://data.wgea.gov.au/comparison
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GENDER EQUALITY

Challenges and Opportunities

While it will take some time for the impact of the COVID pandemic to be fully realised and reflected in the data, a number of
hypothesis may be made on the likely impacts on gender equality outcomes.

Firstly, during times of business stress the supporting or operational roles are commonly the first effected by redundancy,
restructures retrenchments and reductions in hours. In AusLSA law firms operational and non-professional staff are seventy-nine
percent female.

Secondly, the rates of promotions are likely to be impacted by commercial uncertainty and a potential slowing of business. It
follows that if promotions decrease then the opportunity to improve the gender balance in senior positions will also be slowed.

Thirdly, COVID has created an increased reliance on unpaid family and community caring roles following the closure of childcare,
schools and personal care services. The Workplace Gender Equality Agency found that on average women spend sixty-four
percent of their ‘working hours’ with no remuneration in comparison to men (thirty-six percent). The additional demands of
professional and home duties created by COVID may impact disproportionately on women'’s wellbeing as well as longer term
impacts on their career.

Law firms could address the COVID pressures and impacts on women in a number of ways.

e By working to better understand the competing needs of women in the workplace, firms can respond by providing
the required flexibility to manage these demands, including flexible working hours, additional leave or concessions on
performance assessments that consider extenuating circumstances.

e Considering how they can more directly support employees with the practical provision of these carer roles including
coaching, childcare programs and targeted wellbeing support.

e Andfinally, while it is uncomfortable to discuss and accept, domestic violence is a real part of our community and the
stresses and compressed living caused by COVID is a catalyst for increased rates of violence. Unfortunately, ethnicity,
religion, social class, educational or professional background do not provide immunity from this problem. Employers have
both a legal and moral responsibility to support victims of domestic and family violence.

But there are fundamental issues that transcend these immediate COVID pressures and need ongoing attention. Female
representation has now grown to fifty-eight percent of the legal staff, yet they still only occupy thirty percent of partner positions.

Apart from responding to COVID, firms also need to continue with the fundamental changes required. Law Council of Australia
survey National Attrition and Reengagement Survey highlighted the need to focus on a range of priority changes to address the
causes including

e  Career path transformation
e |eadership and role modelling
* Relationships and support

The Women in Leadership: Lessons from Australian companies leading the way report identifies the ten common features of
leading organisations who are dismantling barriers to women's participation at senior levels.

The process recommended by the Work Place Gender Equality Agency and detailed in their Gender Strategy Toolkit:

® Analyse — Understand the firms gender equality status - Conduct a gender pay gap analysis and understand gender pay
gaps — Assess barriers to women progressing to leadership roles
Design - Identify the best interventions and set targets to address the identified inequalities
Implement — Develop and deliver action plans - Measurable effectiveness against.

e Review — Regularly assess the effectiveness of actions against targets and review the impacts ion the identified barriers —
Modify and update the design and implementation of the strategy to respond and consider new opportunities



https://www.wgea.gov.au/sites/default/files/documents/australian-unpaid-care-work-and-the-labour-market.pdf
https://www.lawcouncil.asn.au/policy-agenda/advancing-the-profession/equal-opportunities-in-the-law/national-report-on-attrition-and-re-engagement
https://www.mckinsey.com/featured-insights/gender-equality/women-in-leadership-lessons-from-australian-companies-leading-the-way
https://www.wgea.gov.au/topics/gender-strategy
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FLEXIBLE WORKING

As a result of the COVID pandemic, the most significant and sudden change for many in the legal profession has been working from home.
The impacts of this have been felt at both a personal and professional level.

Not only are many lawyers and support staff working from home, but in most cases their clients were also similarly disrupted. To add to
the challenge domestic cohabitants (including young and school aged children and other household members) were often also home.
And finally, almost overnight, courts switched to remote or highly restricted hearings, lodging and other document processing.

Forcing the move from established office-based environments which have been in place for many generations has broken down some of
the misconceptions about flexible and remote working. However, the lack of control over the pace and extent of the change means there
have also been problems and losses incurred by businesses and employees. We now need to review the benefits and the costs of remote
working to both individuals and their firms and consider strategies to manage the blend of home and office-based environments.

Last year we wrote that flexibility was becoming increasingly important to AusLSA member employees as workers sought to balance
competing life opportunities and priorities. We observed that more and more Australian law firms were successfully adjusting the way they
worked and the systems they had in place that allowed people to contribute effectively and efficiently with more time and location flexibility.

Fast forward 12 months and this groundwork has meant that most law firms have been able to successfully serve their clients, support their
employees, maintain commercial viability and many to even grow. Flexible working programs have provided organisational resilience and
commercial continuity. There is little doubt that the ability of firms to transition to remote working so quickly was more seamless than it would
have been as little as five years ago. During this time investment in developing the technology and processes to support flexible working has
improved dramatically and meant that many firms were in a position to quickly expand working from home as circumstances dictated.

Many of the assumptions and anticipated pain points that seemed to create earlier barriers and slowed the broader adoption of flexible
working have now been tested and have proved to be overstated, easily overcome or reduced by the unique combination of commitment,
adaptation, critical mass and appetite for tolerance and flexibility.

Flexibility is linked to a wide range of organisational benefits, including

e operation continuity in times of extreme disruption *  higher retention
e  attracting new talent e higher individual performance
e reduced absenteeism e improved organisational performance and productivity.

Flexible working also has a significant impact on enabling gender equality in the workplace. Female workforce participation rates have grown
from sixty-five percent to seventy-four percent between 2015 and 2019. More women in the workforce emphasises the need to accommodate
the responsibilities shared by both women and men in family life. Having someone who requires care disrupts the career paths of the higher
proportion of women who provide home based caring. This can drive a reduction in the participation of women in the workforce, including
law firms, between the ages of thirty and fifty-four. Flexible work policies encourage the sharing of family responsibilities.

Australian state-based law societies have been active in helping firms to deliver improved flexibility for their practicing members.

e  The Queensland Law Society has developed a Flexible Working Group

e The Law Society of New South Wales has published online resources on flexible work

e The New South Wales Bar Association has a number of resources on its website

e Victorian Women Lawyers have published Flexible Work Protocols — a best practice guide for productive and engaged legal
workplaces.

The Law Society of Western Australia has adopted the Victorian Women Lawyers Flexible Work Protocols.

FORMAL POLICY

PAID PARENTAL LEAVE

POLICY

1 100% Yes No I

Comparison of Flexible Working

_ AusLSA Members All Legal Services All Professional Australian Industry
Services

100% 89% 83% 72% 57%

Paid Parental Leave 97% 82% 58% 77% 81%
e ETC IR LG 16 (related to tenure) | 11 11 9 10

Secondary Carers Leave 97% 80% 67% 57% 42%

Source: WGEA Comparison tool

2020 AusLSA Member Performance

The impacts of closed offices and grounded planes across Australia and the world would have been catastrophic for law firms if not for the
commitments and progress of flexible working programs and agile working approaches.

AusLSA members are sharing stories of massive and sudden transitions to complete remote and flexible working arrangements that
went surprisingly smoothly. Early indications were that staff were comfortable and effective working in remote settings while juggling
home office teething issues and additional roles including family caring duties and travel restrictions. While no firms reported preparing
specifically for the extent of during widespread shutdowns and travel restrictions, they have proven to be very resilient.

Access to flexible working by Australian lawyers is relatively high in comparison to other professional services organisations and Australian
industry in general. The recent uptake of digital technologies in the industry have assisted law firms to develop programs and increase
flexible working options.

The experiences with remote working were improved by (among other things) the prior investment in technology, agile working systems
and behaviour change. The foundation of technology and work processes has been enhanced quickly to find new solutions to emerging
issues and needs. The flexible working approaches, that have allowed individuals and teams to manage immediate priorities to deliver
their projects has enabled firms to find new ways to market their practices, win and deliver new work.

AusLSA reporting has always indicated that a solid understanding and support of flexible working for all staff as well as supporting parents
and other carers in the workplace has been in place. This is echoed for the fourth consecutive year, and all report respondents have
indicated that flexible working policies and programs in place. The number of firms that have previously implemented flexible working
options has better prepared them for when their offices closed in February and March.

We have also seen a greater number of support programs to assist parents to better balance their family and work objectives.

Ninety-seven percent of firms provide paid parental leave for secondary carers in addition to their paid primary carer schemes which
increased from ninety-three percent in 2018.

The percentage of women resigning or leaving the firm following maternity leave can be an indicator of the effectiveness of flexible
working and other support arrangements available to successfully balance their family commitments with their career. On average only
six percent of female legal staff from our reporting firms resigned during or within six months after returning from maternity leave which
has reduced by more than half from fourteen percent in 2019. This may indicate that flexible working options that support and enable and
encourage women to continue working have improved.

PARENTAL LEAVE OPTIONS FLEXIBLE LEAVE OPTIONS
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% Study leave
28:2 Phased retirement
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FLEXIBLE WORKING

Challenges and Opportunities

No one could have been fully prepared for the pace and extent of the February shift to remote and flexible working. This meant
that firms needed to scramble to identify emerging issues and challenges and find solutions to deliver business outputs and
support their staff in a difficult time.

New flexible working arrangements and support were common strategies to help staff adapt. Useful initiatives include; greater
flexibility for leave arrangements, additional carers leave, new supporting technology as well relief from billing and productivity
targets.

In the past flexible working was often accepted in principle, however in reality only infrequently adopted by a minority of staff, for
temporary arrangements or for adhoc reasons. A Bain and Co report from 2016 showed that men who worked flexibly said they
didn't feel supported by senior staff and that their flexible work arrangements were viewed negatively by peers and managers. The
values and the organisational culture didn't truly integrate flexible working and many firms didn’t have the systems in place, or the
trust required to make the concepts work on such a massive scale.

There is strong evidence to suggest that the tide of flexible working has turned and that expectations from current staff and a
competitive employment market have shifted dramatically. COVID has provided a unique one off opportunity to truly re-evaluate
the future of the work environment. From the perspective of law firms flexible working has delivered many the benefits expected.
At best law firms have maintained productivity, and profitability. Workers are also reporting increased productivity, flexibility, and
improved lifestyle. Flexible working has allowed many people to pivot to meet new personal priorities including caring for children
at home following school and childcare restrictions. Of course, as we consider the future role of flexible work and working from
home we also need to address the problems that are experience by some people including boundaries between work and home
and working, feelings of isolation and longer hours.

The COVID experience has developed an understanding that flexible working can become a normal behaviour. Now is the time
to check in with employees to understand what they loved and want to keep vs what has been hard and is not sustainable. What is
the balance they want to retain and how can flexible working policies be adjusted and fast tracked to a new normal that supports
employee and business goals?

Firms will need to continue to evaluate the effectiveness of their management systems to ensure they support the business
outcomes of law firms as well as the wellbeing and careers of staff working flexibly.

Issues that will require careful monitoring:

project management

data and file sharing and security

performance management and recognition (including renumeration and promotion)

mental and physical wellbeing

diversity, accessibility and equality

continuation of non-core programs such pro bono, charitable giving, indigenous reconciliation
consultation, engagement and communication around business strategy and program development

And finally, while flexible working is showing early signs of providing great lifestyle and convenience benefits to staff a sudden
change has left firms less prepared for the potential downsides of isolation. The mental and emotional stresses of a high
performing legal practice have been increased by the other demands and pressures from living in a COVID world, as well as the
emotional strain of fear and uncertainty about the future. See more in the Mental Wellbeing section of the report.



http://www.bain.com/publications/articles/the-power-of-flexibility.aspx
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DIVERSITY AND INCLUSION

Diversity is a foundation of the Australian story and inclusiveness and acceptance are part of our endearing cultural values. But in recent
years our ability to be more reflective and critical of ourselves as a society has exposed some areas where we are not true to these values.
One of these areas in in the workplace. The good news is that the awareness that our systems are not as inclusive as we believed has led us
to confront these shortcomings and commit to address and change ourselves and our organisations.

Workplace inclusion requires integration of the differences we all have to benefit the organisation as a whole by formally recognising
the worth of each employee. By understanding, valuing, and incorporating diverse personal contributions we increase productivity,
performance, and creativity as well as create an environment where everyone feels safe and respected. Inclusion is a vital ingredient in
achieving the benefits of a diverse workforce.

Successful inclusion captures the range of talents and skills that different employees can bring to the workplace arising from their varied
background and principles. This includes varied gender, age, language, ethnicity, cultural background, disability, religious belief, sexual
orientation, working style, educational level, professional skills, work experience, socio-economic background, marital status and/or family
responsibilities.

The Diversity Council of Australia suggests in Building Inclusion: An Evidence-Based Model of Inclusive Leadership that:

* inclusive environments are associated with improved job and/or team performance, as well as higher return on income and
productivity

e inclusion is associated with a higher sense of employee wellbeing and psychological safety, as well as employees feeling valued
and respected

e teams with inclusive climates have higher levels of innovation and profit

e inclusive leadership is associated with greater team engagement, while individuals working in more inclusive team climates report
higher levels of commitment and satisfaction and demonstrate access to better job opportunities and career advancement

* ininclusive teams, employees are better able to resolve conflict and be more satisfied from working through the conflict effectively

e ininclusive climates, individuals from traditionally marginalised groups experience lower levels of unlawful behaviour such
harassment and discrimination, and

e inclusion and inclusive leadership is associated with reduced employee turnover.

Businesses with more diverse workforces also better reflect the increasingly dynamic make up of their local and global customers and
stakeholders which improves working relationships and effectiveness.

International research conducted by Acritas Research found that diverse teams earn twenty-five percent more revenue and are fifty
percent more likely to achieve a ‘perfect ten’ performance score. Their client satisfaction ratings are also more than three times higher.

The report also concluded that a lack of diversity is detrimental to long-term financial success for law firms.
Effectively managing diversity and inclusion also assists law firms to:

e comply with applicable legislation and regulation
e align with increasing client diversity and expectations and
e sustain a changing professional profile to attract and retain a better and more responsive workforce.
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In May 2015 the Law Council of Australia established the Diversity and Equality Charter recognising that ‘treating all people with respect
and dignity benefits the legal profession and the community as a whole’. All Australian State Law societies and Bar Associations have
adopted the Charter and some provide additional resources and support to promote diversity in law firms and other organisations
including NSW Law Society — Diversity and Equality Charter.

Following the call from the Australian Human Rights Commission’s July 2016 ‘Leading for Change’ guidelines, eleven AusLSA members
from the Managing Partners’ Diversity Forum signed a cultural diversity pledge embracing the guidelines and committing to sharing
ideas and gathering data on how to increase diversity in leadership. This year these firms followed through on their commitment by
conducting an in-depth survey tracking cultural diversity data at partner and senior leadership levels; reviewing position descriptions and
key competencies for senior leadership roles; and sharing experiences in relation to the effectiveness of programs such as unconscious
bias training to overcome barriers to progress. The group will share information about the trends within their firms and with others in the

group.

2020 AusLSA Member Performance

The AusLSA Sustainability Framework's values of diversity, equality, respect, and inclusion are highly consistent with the legal profession’s
values of justice, integrity, equity, and the pursuit of excellence. Law firms acknowledge their responsibility and the benefits of improving
diversity within their teams and leadership. This year every one of our AusLSA reporting law firms had a policy in place to specifically
outline their diversity values and commitments (with one firm acknowledging their policy only partially covered all the aspects that AusLSA
outlines).

Fifty eight percent of firms promoted their commitment by publishing their diversity policy through their websites or similar means, an
increase from forty-six percent in 2018. This increase in the promotion of their positions and commitment to diversity can benefit firms
through a greater level of stakeholder engagement and oversight.

All reporting firms have now implemented formal governance structures to allocate responsibility for their policy and reporting progress
with an increase in the involvement of both partners and committees. Fifty-eight percent of firms allocated accountability to a partner and
seventy-one percent established committees to assist with planning and delivery of actions across the firm.

Only fourteen AusLSA members are listed by the Law Council of Australia as having formally adopted their Diversity and Equality Charter
in which law firms publicly commit to principles of diversity and equality.

In addition to reporting on law firms’ management of diversity and inclusion, the AusLSA framework separately focuses on the different
elements of Gender Equality and LGBT! Inclusion as well as the associated areas of Flexible Working, Indigenous Reconciliation,
Psychological Wellbeing. These areas provide additional depth and insight into the commitments and performance in creating a
workplace that that supports inclusion and benefits from diversity.

Challenges and Opportunities

Even as the cultural diversity of the Australian population increases, government, corporates, and law firms remain disproportionally
represented by CEOs and Partners from Anglo-Celtic backgrounds. For example, the last Australian census showed that ten percent

of Australians had an Asian background, but a 2015 survey by the Asian Australian Lawyers Association of six large firms and forty-four
medium firms found that none had Asian Australian Partners, and where they were present, they made up only three percent of Partners
across all firms. A recent survey of 11 of Australia’s biggest law firms which polled 5,000 staff from across Australia, found that while 20 per
cent of non-partner lawyers and 25 per cent of law graduates were of an Asian background, just 8 per cent of partners were Asian. The
results on Indigenous representation were even more startling, with less than 1 per cent of those polled identifying as Aboriginal or Torres
Strait Islander.

Only twenty-five percent of law firms in the 2016 Acritas Diversity study were rated as 'very diverse’. While we can currently measure
activity in diversity programs, ongoing progress in this space is needed to keep pace with the diversity that exists in the wider Australian
community.

The Diversity Council of Australia suggests in Building Inclusion: An Evidence-Based Model Of Inclusive Leadership that while the
Australian workforce is very diverse by world standard, the real challenge for workplaces and managers is to improve the inclusion of
diverse individuals and groups and provide a set of key skills that are required to manage and lead an inclusive workplace.

Australian Human Rights Commission Leading for Change guidelines identify three clear priorities that law firms should include in their
strategies to generate changes in diversity:

e Leadership and investment
e Measuring and reporting
e Aculture of identifying and confronting biases.



https://www.dca.org.au/research/project/building-inclusion-evidence-based-model-inclusive-leadership
https://www.lawcouncil.asn.au/policy-agenda/advancing-the-profession/equal-opportunities-in-the-law/diversity-and-equality-charter
https://www.lawsociety.com.au/advocacy-and-resources/advancement-of-women/diversity
https://www.lawcouncil.asn.au/policy-agenda/advancing-the-profession/equal-opportunities-in-the-law/diversity-and-equality-charter
https://www.acritas.com/news/diversity-delivers-25-higher-share-wallet
https://www.dca.org.au/sites/default/files/dca_il_synopsis_online.pdf
https://humanrights.gov.au/our-work/race-discrimination/publications/leading-change-blueprint-cultural-diversity-and-inclusive
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LGBTI INCLUSION

Diversity and inclusion initiatives that visibly acknowledge and support LGBTI inclusion in the workplace are a feature of an organisation
that values a broader culture of inclusion and respect for all employees. Welcoming and including all people based on their ability

and contribution, regardless of their personal characteristics, has become essential to effective, productive, innovative and engaged
workforces.

The public 2018 national conversation around marriage equality in Australia provided a voice for the LGBTI community and the
opportunity to build a greater community understanding. The result was a improved awareness of the lived experiences of the LGBTI
community and an acceptance of our responsibilities to overcome misconceptions, prejudices and otherwise unconscious biases.

Employees who are out at work are more likely to innovate, provide excellent customer/client service, and work highly effectively in their
teams. By encouraging employees to bring their authentic selves to work, organisations see benefits in productivity, talent attraction
and retention, and enhanced organisational reputation.

In November 2017 the United Nations launched the Standards of Conduct for Business encouraging companies to take five important
steps to tackle discrimination against LGBTI people in the workplace:

1. RESPECT the rights of LGBTI through effective policies, due diligence and effective grievance mechanisms;

2. ELIMINATE discrimination against LGBTI employees in the workplace through sensitizing staff and managers, equalizing benefits,
and eliminating discrimination from hiring and workplace practices;

3. SUPPORT your LGBTI employees at work — by creating an affirming, inclusive environment for LGBTI employees, and supporting
LGBTI staff groups;

4. PREVENT discrimination and related violations against LGBTI suppliers, distributors or customers by using leverage to insist that
business partners also uphold equality;

5. ACT in the public domain through standing up for LGBTI people in everywhere you do business.

2020 AusLSA Member Performance

Overall, AusLSA members are reporting a growth in the strategic management and program-based response to promoting LGBTI
inclusion. This continues with another year of growth in 2020.

Eighty-eight percent of firms reported having an LGBTI inclusion policy (up from sixty-two percent in 2016). However, only fifty-eight
percent of firms have decided to make their commitments public by publishing their commitment on their external website.

Eighty-four percent of firms created specific accountabilities for the implementation of their policies and programs, an increase from sixty-
three percent in 2016 to this year. Well governed committees are an important factor in the way that firms engage with their people to
create cultural change and ninety-one percent convened workplace-based committees which is an increase from sixty-four percent in 2016.

Ninety-four percent of AusLSA members participated in a range of different work-based activities and initiatives to support LGBTI
support and inclusion. The average number of activities or initiatives undertaken at each firm increased by fifty-two percent to seven
activities and initiatives annually. Twenty-one firms (up from fifteen in 2017) ran activities for IDAHOBIT and twenty-five for Wear

it Purple (up from eight in 2017). Seventeen firms (fifty-seven percent) reported being members of Pride in Diversity, an extensive
program supporting employees to implement LGBTI inclusion programs. Of these, fifteen reported participating in the Pride in
Diversities Australian Workplace Equality Index (AWEI) which is a comprehensive evaluation and benchmarking process. Nineteen firms
provided LGBTI awareness training (up from thirteen in 2016).
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Challenges and Opportunities

The work to deliver equality for LGBTI employees and other stakeholders of law firms is not complete and further commitment is
required. While much of corporate Australia publicly supports the rights of their LGBTI members, some workplaces have chosen
not to publicly or explicitly express or systematically support the rights of the LGBTI community. The Australian National postal
survey provided those organisations already engaged in LGBTI inclusion the opportunity to walk the talk, and for those not yet
involved, provided a catalyst for internal change. We were also still confronted by those including many of our political, business
and community leaders who show that they were unable to completely accept and include LGBTI people as equal citizens. These
attitudes and opinions illustrate the range of different attitudes and behaviours that impact LGBTI people in their workplaces.

An undercurrent of prejudice creates high human and business cost in many workplaces. The 2018 Australian Workplace Equality
Index (AWEI) survey conducted by Pride in Diversity found twenty-five percent of respondents had personally witnessed or been
made aware of negative commentary or jokes targeting LGBTI people within the last year. One in ten would not support their
LGBTI colleagues talking about their life at work, having photos on their desk, or bringing family members to work events. Only
half (49.85%) of the LGBTI respondents were completely out at work. Gay men (65.01%) and gay/lesbian women (63.51%) were most
likely to be completely out at work, with significantly lower numbers for bisexual men (12.79%) and bisexual women (17.94%). Only
two in five (38.86%) trans and gender diverse employees, and one in four (25%) intersex employees, were completely out at work.

Awareness and understanding is a key stepping stone to inclusion. Comprehensive awareness training for teams and all levels of
management is critical for a truly inclusive work environment and should cover:

¢ the unique challenges faced by LGBTI employees

e the use of terminology and language

*  how to promptly and effectively respond to inappropriate comments in the workplace and
® respecting confidentiality and understanding the sensitivities around disclosure

The first three years of AusLSA reporting on LGBTI inclusion has shown encouraging growth, commitment and activity, however
there are still a significant number of reporting members who are yet to recognise this important issue with a formal and public
response. While the progress of those members who do address LGBTI inclusion is encouraging, there is still work to be done.

Australian Workplace Equality Index illustrates that many individuals and some parts of the LGBTI community are experiencing
higher levels of acceptance in the workplace. This has enabled leading organisations to shift their focus to underrepresented
members of the community—in particular bisexual, trans and gender diverse, and intersex employees. A number of organisations
now offer more specific support to employees transitioning in the workplace, including the ability to provide employees who are
undergoing any kind of gender affirmation appropriate and necessary time away from work.

The focus of policy and practice in this area has also shifted from antidiscrimination and legal compliance, to strategic inclusion
initiatives and sustainable culture change. Law firms need to broaden their approach by understanding the efficacy of a successful
LGBTI inclusion strategy.

Leading practice in this area of inclusion includes:

* targeted measures to combat the underreporting of
LGBTI bullying and harassment

INITIATIVES e the tracking and analysis of LGBTI bullying and

harassment reports

e ensuring any internal or external counselling or
Employee Assistance Programs understand the

Training
challenges faced by LGBTI people in the workplace

External programs

& commitments e additional tailored support for transgender, gender

World Aids Day diverse, and intersex employees
Internal ggt%Nr(T)]rilt(tségsr e collecting lifelong data for LGBTI employees

Wear it Purple comparing engagement, pay, retention, promotions,

ST and exits
Pride in Diversity .
Membership e Other areas of focus should also include:
LGBTI Awatlrrgirrl](iegg ¢ the low visibility and engagement of same-sex
(AWE)) reporting attracted women in the workplace
IDAHOT Week e targeted measures to facilitate the reporting of LGBTI
Participation bullying and harassment and

0% 20%  40% 60% 80%  100% e the analysis of lifelong data for LGBTI employees on
Perecentage of firms pay disparity, promotions, and tenure



https://www.dca.org.au/research/project/out-work-prejudice-pride
https://www.unfe.org/wp-content/uploads/2017/09/UN-Standards-of-Conduct-Summary.pdf
http://www.pid-awei.com.au/
uality Index
uality Index
ride in Div
http://www.pid-awei.com.au/
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PSYCHOLOGICAL WELLBEING

Arguably, this year has seen more change and uncertainty for individuals and businesses than any time in this generation. It will
take time to understand the immediate and longer-term impacts on psychological, physical, emotional and financial wellbeing.

While no one anticipated the disruption experienced in 2020, many law firms were at least partially prepared to support their
people’s resilience and ongoing psychological wellbeing though their improved management of mental health issues. Existing
programs in law firms have been built over many years through the dedication of many champions within the profession and the
establishment of programs such as Minds Count and Resilience in Law.

These programs have been built to address the levels and types of work-related stress that pre-dated COVID. COVID has then
resulted in additional or amplified pressures caused by sudden and dramatic changes to working arrangements and people’s
personal lives, such as managing isolation, family demands, financial worries, relationship problems, health issues or safety and
security. The sudden and continuing period of working from home has also made it more difficult for firms to both monitor the
mental health of their employees and partners and provide support.

The legal profession is famed for a culture of stoicism and perfection in the face of the work pressure and long workdays required
to meet the high expectations of employers and clients. Sustaining these standards while juggling working from home and other
COVID pressures has led to many lawyers being exposed to illness when their tolerance to stress is exhausted. When people are
continually pressed beyond this threshold, without the opportunity to properly recover, lasting health and performance impacts
can result. Studies have shown that half of law students, one third of lawyers and one fifth of barristers suffer a level of disability or
distress due to depression.

The Mental Health First Aid Manual estimates that sixty percent of depression is undiagnosed and untreated and that mental ill
health is the third most common source of disease burden after cancers and heart disease and is the major cause of disability in
Australia. Julia Gilliard recently addressed the Committee for Economic Development of Australia stating that eight million working
days are lost annually in Australia through untreated depression. Estimates put the cost of lost productivity from absenteeism

at 4 per cent of GDP or about $10,000 per year for each employee with untreated depression. In 2016 Gallup found that the cost

of presenteeism through ambivalence or disengagement from work is ten times higher affecting around seventy percent of the
Australian workforce.

In Australia there are two key organisations supporting lawyers, law students, firms, corporations and Government to better
manage the mental health risks that are apparent in legal work environments and practices.

Minds Count (previously named the Tristan Jepson Memorial Foundation) is an independent charitable organisation with an
objective to decrease work related psychological ill-health. It promotes psychological health and safety in the legal community
through creating awareness and supporting initiatives that aim to decrease the distress, disability and causes of depression and
anxiety in the legal profession. The Foundation released the Workplace Wellbeing: Best Practice Guidelines to which more than
220 legal workplaces in Australia and overseas have become signatories. Minds Count hosts an annual lecture with an eminent
keynote speaker and other regular briefings and events aimed at supporting the legal community. The initiatives of Minds
Count have been effective in increasing awareness and the level of conversations, as well as the development of tools to better
understand and manage mental wellbeing issues.
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Resilience at Law is a collaboration between seven major firms and The College of Law and takes a leadership role in raising
awareness and understanding of the nature and impact of stress, depression and anxiety across the legal profession. They provide
guidance across four areas; awareness and education, removing stigma, self-care, and support and resources

2020 AusLSA Member Performance

During 2020 AusLSA members ramped up and adjusted delivery of psychological wellness initiatives in response to the impacts
of COVID and their changed working arrangements. This included additions to their range of COVID specific initiatives in flexible
working as well as psychological wellbeing.

The number of AusLSA members with formal policy-based commitments to address psychological wellbeing is now at ninety-four
percent. However, only just over one third of firms (thirty-five percent) make these commitments publicly. The AusLSA framework
encourages the disclosure of mental health issues and firm policies to reinforce management’s values and a culture of leadership

that helps to reduce stigma of caring for mental health.

All but one of these firms have a management structure in place for their policy implementation. The inclusion of workplace
committees jumped from forty-eight percent to fifty-nine percent this year which is a signal that mental health is becoming more
embedded in firm culture. Forty-eight percent of firms allocated the responsibility for their policy implementation to a partner

in the firm. Strong management and governance supports implementation of policy and delivers greater potential to improve
awareness of the issues and shift firm culture.

Sixty-one percent of firms were signatories to the Minds Count - Tristan Jepson Memorial Foundation Workplace Wellbeing Best
Practice Guidelines for the Legal Profession which is unchanged from last year.

Firm based activities and initiatives to address mental illness and support psychological wellbeing were common with all surveyed
firms participating. On average firms had 5.9 different initiatives in place, an increase from 4.6 last year. All firms participated

in RUOK day and ninety-seven percent offered formal confidential psychological support delivered through employee assist
programs. Ninety-one percent provided mental health first aid type training which increased from eighty percent last year.

INITIATIVES SURVEY
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Mental health first aid training
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PSYCHOLOGICAL WELLBEING

Challenges and Opportunities

Most forecasts for the immediate future indicate that individuals, business, governments and society will experience a continued
level of disruption and that the mental health issues that are emerging now may manifest and become more serious and chronic as
time passes.

Improved health and wellbeing are more likely in environments that are physically and psychologically safe. These feelings of
safety are built from experiencing a caring and supportive workplace culture, which in turn relies on a level of connection with your
workplace and colleagues which firms will need to more carefully and deliberately develop. There are dangers if firms do not bring
a systematic strategic planning approach to programs in such a significantly changed environment including:

e allocation of resources to ineffective wellbeing programs

e complacency from responsible managers who mistakenly believe the issues are being effectively managed
e affected staff members sensing that the firm’s concern is superficial, token or maybe even cynical

e poor mental health outcomes

e opportunity cost from missing higher impact changes.

The COVID challenge is for workplaces is to maintain the positive parts of their culture developed in pre COVID era in a time where
few of the characteristics of their operations or relationships remain unaffected.

There is no proven one-size approach to understanding and effectively responding to the mental health pressures caused by
COVID. Improving wellbeing in this environment needs innovative processes, high levels of commitment and some willingness to
take measured risks to think and do things differently.

All change in organisational culture should be driven from the top through accountability, advocacy and modelling changed
behaviours. Effective leadership in this area requires a significant commitment to research and listen, in order to develop a well-
grounded approach that staff will find credible. Leaders cannot sustain this position of credibility without investing in a deeper
understanding of the true nature of the problem and its causes, and confronting the challenges required to improve the problem.

Itis an old management adage that what gets measured gets managed. Systematic research and information gathering about the
firm’s mental health is needed, particularly when face to face interactions are more fragmented. It can be difficult to measure an
organisation’s mental health status and to assess the effectiveness and benefits of changes over the longer term. Some relevant
metrics of psychological wellbeing that firms should consider involve the collection and expert analysis of sick leave, annual

leave, absenteeism, complaints and grievances, incidents and injury records. These are steps in recognising and developing an
understanding of the issues. Over time, improvements in understanding develops the firm's capacity to identify changes in risk
areas and allows them to prioritise, evaluate program impacts and to provide early warning of emerging issues or trends.
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PHYSICAL WELLBEING

Law firms have long understood the link between their team’s health and the levels of engagement and productivity of their
workforce. Health is a state of holistic physical, mental and social wellbeing and not merely the absence of disease or infirmity.
Increasingly, medical researchers are finding new evidence of the interdependence between our physical health and other areas
including the resilience of our mental and social states.

Law firms were one of the most proactive and most highly publicised groups responding to the unknown risk of COVID by closing
offices and implementing remote working to protect the health and safety of their employees and clients

COVID has significantly shifted the way many of us work and the demands of personal life which has combined with our personal
choices to put pressure on our physical wellbeing.

The early evidence suggests that people have responded, and their physical health has been affected in different ways. Some
report that the flexibility of home-based working and agile management provided better work life balance and allowed them to
prioritise selfcare, exercise and healthy eating.

But others have found additional workload and family commitments has increased their unhealthy habits. Many people are
finding that COVID working from home makes them more sedentary by spending longer working hours at their desks with less
opportunities for movement and exercise. These long intense hours in combination with personal commitments can reduce the
amount of health leisure-time and lead to poor choices in other areas including nutrition and drug and alcohol abuse.

In addition, many home offices are poorly suited for long habitation with poor ergonomics, lighting, heating and ventilation and
opportunities for incidental movement.

While some physical health issues can be overcome, many others have a significant and enduring impact on individuals lives and
life expectancy as well as the collateral effects on the wellbeing of families and partners.

Many AusLSA members already recognise their broader obligations to their workforce but they also know that improved workplace
health and wellbeing delivers real financial savings and productivity through:

increased productivity, alertness and concentration among staff

staff who feel valued with better morale, satisfaction and motivation
decreased mental ill-health and other work and non-work-related illness
reduced sick leave and fewer worker’s compensation claims

increased staff retention and attractiveness to new employees
improved corporate citizenship and image.

Employers, in addition to social responsibility and the benefits to organisational health, have a legal duty of care for their
employees.
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2020 AusLSA Member Performance

Overall, the commitment to providing support for safe workplaces, health checks, physical fitness and wellbeing initiatives is
widespread and includes a variety of different approaches to programs and initiatives.

Ninety one percent of firms again reported having a physical health and wellbeing policy or strategy. All but two members had
allocated the responsibility to implement their policy to director or manager within the firm including those without a policy in
place. Sixty four percent of these firms also involved workplace-based committees (up from fifty-four percent last year) to help
build broader participation and ownership in their program implementation. This also suggests a high social nature of these
physical health activities.

Firms tended to implement initiatives that focused on preventative measures by educating staff, providing health screenings or
improving health and fitness to increase resilience. The most common physical wellness initiative, provided by all respondents,
was the provision of specific ergonomic equipment, assessments and training. All firms provided flu shots and health checks were
provided by seventy two percent of firms. Workplace physical fitness programs including gym memberships, mat style and HIT
classes were also popular, being provided by ninety one percent of firms.

Challenges and Opportunities

We know that the promotion of positive, healthy lifestyle initiatives are fundamental to reducing chronic health conditions as well as
promoting happiness and productivity. The challenge is how to deliver this health support in a COVID environment.

The COVID working arrangements across Australia and specifically in Melbourne and Sydney were extensive. They happened

without the opportunity to fully understand and mitigate the risks in advance and with limited capacity to immediately revamp
firm’s health and wellbeing programs for staff working from home. It is likely that many employees now face poorer health and
wellbeing arising from remote home working environments.

The risks of poor ergonomics and poor work habits pose a significant risk of repetitive stress and illnesses caused by inactivity and
sitting poorly. Under the current restrictions it is difficult to quickly identify the amount of risk and to supply correct furniture and
equipment and to conduct reliable ergonomic assessments. Preventative treatments such as physiotherapy, massage and health
and fitness classes have also been more difficult for firms to supply and for employees to access.

While the benefits of proactively promoting good health and rapidly addressing ill health of a workforce are undisputed the tools
and practices required to do this with a remote workforce and without face to face contact needs to be developed and refined.
The first challenge is to identify and better understand the range of working environments and work practices and to connect the
to observed and potential health issues. In the short-term firms need to increase their commitment to and leadership o
and wellbeing and increase their vigilance. New programs should include processes that gather information from staff an
managers to assist with the development of a methodology for the setting of objectives and targets and measuremént of program
impacts.

INITIATIVES
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Modern communities are increasingly made up of people and groups
who are drawn together based on their shared interests, objectives and
values. To be a recognised and respected part of the community, law
firms need to articulate and demonstrate aligned values and participate
in its strengthening.

A law firm’s success relies on establishing and building valued
relationships with fellow members from various formal and informal
communities including customers, employees, regulators and suppliers.

A clear ethical and social purpose attracts employees, customers,
suppliers and other partners who value working with people who share
their perspectives and values.

Law firms can contribute to communities in three main areas:

e running their organisation based on a business vision, mission and
objectives that serve the interests of the community and avoid
community risks or adverse social impacts

e providing core services and products that meet community need
and provide community value

e contributing additional services or resources to communities that
improve the community or redress specific social problems

Law firms and lawyers have a well-established culture and a history of
providing strong community support, ranging from assisting groups and
individuals on social justice issues to contributing to a vibrant

community as patrons of the arts, philanthropists and volunteers.

—
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PRO BONO PROGRAMS

This year pro bono programs have been dealing with two massive social disruptions; the 2019-20 bushfire disaster and the 2020 COVID
pandemic.

In response to the bushfire disaster a wide range of organisations within the legal assistance sector (including Legal Aid NSW, Victorian
Legal Aid, Justice Connect, CLCs NSW, the Law Society of NSW, the Law Institute of Victoria, the Victorian Federation of CLCs and the
NSW and Victorian Bar Associations) coordinated response to mobilise resources and develop a formalised process for volunteering pro
bono legal support for those affected by the bushfires.

As the impacts of the COVID pandemic continue to grow, legal pro bono providers are feeling the pressure to adapt to the increased
and changed demands while innovating to deliver their support in an effective and safe way. The pandemic has created a range of
simultaneous economic, employment, health and equality emergencies felt most significantly by individuals already experiencing
disadvantage and those not-for-profits, community organisations and charities that assist them.

Legal advice and assistance is a service that lawyers are uniquely qualified to provide and the Australian legal profession has a consistently
strong record of providing legal support to those without adequate access to justice. Pro bono assistance is in high demand in a range of
practice areas, including employment law, criminal law, immigration, governance and deductible gift recipient status (DGRS) processes,
and to a variety of client groups.

While individual ethical and professional responsibility provides the foundation for legal pro bono in the profession, law firms are
increasingly providing resources to help support, organise and leverage services as a core part of their community engagement or
corporate social responsibility (CSR) strategies. In many cases the focus of their practice integrates well with elements of their CSR
strategies including philanthropy, non-legal volunteering, diversity and inclusion programs, and indigenous reconciliation programs.

The role of pro bono legal work in Australia has become increasingly visible both within the legal profession and the community. The
increase in engagement with the National Pro Bono Target and requests for pro bono information from clients are factors in increasingly
structured pro bono programs. Through these programs, lawyers are supported and encouraged to undertake pro bono legal work for
socially disadvantaged and marginalised persons and the organisations that support them.

The Australian Pro Bono Centre (Centre) has worked with AusLSA to incorporate pro bono program information into its Sustainability
Framework since 2015. The Centre oversees the National Pro Bono Target (Target). The Target provides the most used measure of pro
bono performance in Australia. Signatories agree to use their best efforts to provide at least 35 hours of pro bono legal services per lawyer
per year. Since the Target was established in 2007 the number of target signatories have increased from 58 to 187 law firms. Signatories

to the target now cover 15,778 FTE lawyers who conduct 551,428 hours of pro bono legal work. This is an average of 36.4 pro bono hours
per lawyer or equivalent to 306 lawyers working full time (the 13th Annual Performance Report). This year's pro bono report, which covers

a significant period affected by the Bushfire disaster and the COVID pandemic, records annual increases of seventeen percent in total pro
bono hours and of twelve percent in the number of lawyers covered by target signatories.
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2020 AusLSA Member Performance

This year's AusLSA results demonstrate a strong stable commitment to delivery of pro bono legal services amongst AusLSA’'s members.
Anecdotally, members have been reporting a higher interest from staff in participating in the firm's programs through the twin crises of
bushfire recovery and COVID impacts.

Ninety-seven percent of our law firm reporting members had a formally endorsed pro bono strategy in place, with the remaining member
having a strategy in development. All of these firms had a formally appointed person responsible for implementing this strategy and
reporting back to the firm’'s leadership team. The most popular pro bono program management approach amongst AusLSA members is
leadership by a partner in the firm, which has increased from forty-six to sixty-five percent in the last two years.

Eighty-one percent of all AusLSA members are signatories to the National Pro Bono Target (an increase from seventy-seven percent last
year) with forty-seven percent of those members currently meeting the Target and a further twenty-two percent setting goal dates in
which to achieve it.

Challenges and Opportunities

The fundamental feature of a sustainable pro bono practice continues to be the strength of the relationship between a lawyer or law firm
and the organisation supporting pro bono clients. The expansion of partnerships between law firms and community legal centres, pro
bono referral organisations and other community organisations are key to adapting to the twin Australian Bushfire - COVID crises and the
development of new effective pro bono initiatives and the provision of ongoing support

A sustainable pro bono practice requires a strong pro bono culture that embraces and prioritises pro bono work and has the support
of the firm’s leadership. For guidance on developing effective pro bono programs the Centre has published Pro bono partnerships and
models — A practical guide to What Works.

The longevity of a pro bono program will be dependent on the development of best practice processes and behaviours that reflect that
support. Guidance on developing a sustainable pro bono practice is provided in the Centre’s publication, The Australian Pro Bono Manual
- A practice guide and resource kit for law firms. The Manual covers the various challenges associated with pro bono legal programs and
recommends tools to address them.

Additional useful tools co-developed by the Centre include its publication, The Australian Pro Bono Best Practice Guide, which helps law
firms develop, and better manage, their pro bono programs and practices. In March 2017 the Centre, in collaboration with a number of
pro bono coordinators and with substantial input from the legal sector and experts in mental health, launched Client Management and
Self-Care — A Guide for Pro Bono Lawyers. This Guide is a practical resource to help firms develop sustainable pro bono programs.

ASPIRATIONAL TARGET SIGNATORY

9

G 77% I 23% |

TARGET PROGRESS

g

Target currently met Goal date has been set
No date currently set



https://www.probonocentre.org.au/provide-pro-bono/target/
https://www.probonocentre.org.au/wp-content/uploads/2020/09/13th-Annual-Target-Performance-Report.pdf
https://www.probonocentre.org.au/wp-content/uploads/2018/06/The-Target-at-10-Years_FINAL_Report-250618-1.pdf
https://www.probonocentre.org.au/wp-content/uploads/2018/06/The-Target-at-10-Years_FINAL_Report-250618-1.pdf
https://www.probonocentre.org.au/whatworks/
https://www.probonocentre.org.au/whatworks/
https://www.probonocentre.org.au/aus-pro-bono-manual/
https://www.probonocentre.org.au/wp-content/uploads/2017/03/Client-management-guide.pdf
https://www.probonocentre.org.au/wp-content/uploads/2017/03/Client-management-guide.pdf
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NON LEGAL VOLUNTEERING

According to the most recent State of Volunteering in Australia report, volunteers comprised an average of fifty-seven percent of total staff in volunteer
based organisations and contribute an estimated 743 million hours to the Australian community. Volunteer's work increases the amount of social services
provided while bringing new insights and skills that increase the effectiveness and efficiency of their delivery. The most recent Giving Australia Report also
found that business volunteering in the workplace was increasing, with almost three-quarters of large businesses allocating paid time for volunteering
(ninety percent of these increasing resources to volunteering over the last ten years). The average participation rate by staff was twenty-one percent. Half
of all corporations managing a formal program sought to integrate workplace volunteering through more in-depth community partnerships.

However, this year research from the Australian National University shows COVID-19 has impacted the volunteering sector substantially. Between
February and April 2020, two thirds of volunteers are estimated to have been unable to continue to volunteer, given the COVID restrictions. The
decline has led to a reduction in volunteering equivalent to 12.2 million hours per week or a projected 630 million hours over 12 months. Female
volunteers and volunteers over the age of 65 were most likely to have intentionally stopped or have otherwise been unable to continue volunteering.
The report also found a greater decline in life satisfaction and psychological distress from those who were unable to continue volunteering.

Skilled non-legal volunteering is a critical input to the not for profit and community sector and is highly valued by recipients. Many of these
organisations depend on the experience and knowledge of lawyers, managers and support staff for a broad range of non-legal roles including
governance, planning, management and administration functions.

In many cases law firms combine these types of non-legal volunteering programs with pro bono legal and financial contributions through structured
community partnerships which greatly improves the delivery of targeted impacts, a trend that also increasing in businesses across in Australia.

In a similar way to pro bono legal programs, non-legal volunteering programs provide employees with an opportunity to practise different skills,
build new teams and bolster the firm’s reputation within the community. Sharing the positive impacts and stories from non-legal volunteering is
generally less constrained than for legal volunteering which provides additional opportunities for a firm to promote these achievements to internal
and external stakeholders.

The 2016 Giving Australia Report described a series of drivers for supporting volunteering and giving in the workplace:

e seeking to do good by making a positive contribution to the community

e generating social impact

*  employee expectations

®  abusiness desire to attract and retain the best people (employee engagement)

®  astrategy for the community to allow the business to operate and implement its plans.

2020 AusLSA Member Performance

Eighty-seven percent of AusLSA member firms have programs in place or in development that coordinate skilled and non-skilled non-legal
volunteering programs for staff. Fifty percent of these firms allocated paid staff time to participate in volunteering.

Eighty-eight percent actively supported their employee’s and partner’s participation on boards and administrative positions in not-for-profit
community organisations.

The most popular types of volunteering activities undertaken in 2020 include sixty-nine percent of firms who participate in various charity events and
appeals, fifty-three percent who provided student tutoring and mentoring, forty-four percent who arranged blood donations, twenty-five percent
who participated in secondment of staff to NGOs and sixteen percent that hosted or led external charity events.
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Only twenty-eight percent of firms with volunteering programs said they monitored the levels of staff participation, but a further fifty-six percent said
they were currently developing systems for future reporting. The average participation rate reduced from forty-one percent to thirty-seven percent
which is an expected result given the impacts of COVID restrictions on volunteer opportunities.

Challenges and Opportunities

Volunteer programs always benefit from significant and consistent commitment by firms through strong connections to selected programs. More
than ever community service organisations lack skilled workers and financial means to build their existing volunteer base and engage effectively with
corporate organisations. Thirty percent of organisations were unable to engage their optimal number of volunteers because there were not enough
suitable candidates, or the organisation was unable to locate them.

It is tragic juxtaposition that while COVID produces an explosion in the demand for health, economic and social support from the most vulnerable in
the community, the ability of volunteers to respond is being reduced drastically. The unmet gap cannot be filled with a business as usual approach to
how we volunteer. Firms should not just wait for the crisis to abate before restarting their existing programs.

Adjustments to volunteering roles may include:

*  engaging with organisations that firms have a relationship or alignment with to assess their developing needs

*  engage with Emergency Volunteering platforms that provide a coordinated referral service to match volunteer community organisations

e work with partners and service providers to innovate new options to delivering volunteer services

® train and equip volunteers in COVID safe working including virtual volunteering

*  maintain engagement with volunteers in your firm to respect the strong social connections and return to pre-pandemic or ‘new normal’ operations.

e volunteering Australia is urging all Volunteer Involving Organisations to prepare further for how COVID-19 will disrupt operations including
updating or creating a business continuity plan. Several resources are available to help organisations undertake this planning. Visit your State
or Territory volunteering peak body for further information and

e relaxing and service or contractual obligations related to NGOs

The growth of the community partnerships model applies volunteering activities in a strategic way that makes commitments and investments
based on the needs of organisations and to achieve agreed objectives. This approach can provide a greater opportunity to focus a more agile and
responsive way to deliver programs and activities to meet the challengers of COVID.

Firms may also need to review their risk assessments and mitigate any new or heightened risks posed by COVID-19. This should include an
assessment of how volunteer insurance is impacted by the new conditions and the various state of emergency declarations.

While firms pivot and respond to rapidly emerging needs, they need to continue their work on the foundations of their programs. The investment in non-
legal volunteering programs or initiatives at individual law firms involve significant time and financial costs. Established systems are in place to record and
reward lawyer time provided on pro-bono legal matters, however, systems to record non-legal volunteering time and recognise their contribution are
rare. Improved monitoring and evaluation systems will assist the firms to understand and tell the story of the benefits that come from this investment.

Volunteering is an act of freewill and so firms also need to find and promote opportunities that are attractive and varied and allow volunteers to follow
specific interests or causes where they personally value the difference they make.

PARTICIPATION MONITORED
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https://www.volunteeringaustralia.org/wp-content/uploads/State-of-Volunteering-in-Australia-Executive-Summary1.pdf
https://www.communitybusinesspartnership.gov.au/about/research-projects/giving-australia-2016/
Australian National University
https://www.communitybusinesspartnership.gov.au/about/research-projects/giving-australia-2016/
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CHARITABLE GIVING

Charities generate almost four percent of Australia’s GDP or around $55 billion and facilitate the contribution of over 600 million hours of
volunteer work - equivalent to 320,000 full-time jobs. The demand for critical services provided by not-for-profit organisations and charities

is significant and growing. As economies are placed under increasing strain, charities will play an ever more critical role in responding to
community needs and building social capital and resilience. This period saw two crisis that will significantly increase the strain on the Australian
charity sector over the short, medium and long term.

The bushfire crisis affected hundreds of thousands of Australians who lost homes, livelihoods, and businesses and suffered both physical

and mental health issues. The immediate response from individuals and business (which occurred in a time of relative economic security and
stability) was swift, with over $530 million donated to various charities by the end of January 2020. However, the rebuilding process is ongoing
and will take significant resources and effort over a number of years.

As the country was reeling from the impact of the fires, the COVID pandemic hit. Associated with this many charities have begun to report

a significant reduction in revenue whilst their demand is rising. The types of fundraisers that often form large portions of charitable income,
including events, collection drives, commerce, and workplace giving have all been restricted by COVID and may be for some time. In parallel,
lower levels of security, higher unemployment and lower business profitability are also likely to adversely impact on donations from the
community and business. The longer outlook for the charitable sector is concerning.

In response to changing demand for services and revenue opportunities charities have been responding in various ways. Philanthropy Australia
surveyed 101 grant-makers about the impacts of COVID on their plans and experiences. It found that eighty-eight percent of respondents had
considered how they will support their partners with seventy-two percent increasing flexibility, forty-eight percent untying restricted funding,
forty-two percent increasing financial grant support and thirty two percent establishing dedicated COVID-19 grant programs.

Australian businesses facilitate two streams of philanthropy: charitable giving and workplace giving, or in many cases a combination of both.

Corporate Giving

The 2016 Giving Australia Report. Found large businesses of over 200 employees gave $9 billion through donations of money, goods and services
($2.5 million on average). These financial contributions went to fund education and research ($3 billion), health ($1 billion) and social services ($990
million). Businesses see this giving as being strategic and a source of competitive advantage by boosting employee engagement, social licence,
and stakeholder engagement.

Corporate community partnerships are becoming more sophisticated and widespread as the size and importance of firms' giving programs grow. Law
firms continue to package their legal pro bono, non-legal volunteering and financial support into structured and longer-term partnerships that deliver
on their community and social development objectives. In 2016 these community partnerships accounted for sixty-nine percent of the total value of
business giving across larger Australian businesses.

Workplace Giving
Workplace giving includes a wide range of activities including volunteering and general fundraising as well as payroll giving.

The 2016 Giving Australia Report showed that eighty-five percent of reporting businesses facilitated payroll giving, fifty-six percent provided
donation matching programs, and forty-six percent had a formal workplace volunteering program. Payroll giving allows employees to make regular
donations from their pre-tax pay and receive the tax benefit straight away. It has become an important component of giving within large business.

Since 2002, payroll giving has raised more than a quarter of a billion dollars in new funding for charities and ATO data from FY17 shows 173,500
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working Australians donated $36m to charities through employee payroll giving which was then multiplied by employer contributions.

Payroll giving is a highly efficient way for employees to donate to charity, delivering a reliable, untied and recurring revenue stream for charities
without the high fundraising costs which can be up to 30-40% of funds raised. Contributions from payroll giving provide additional value to the
chosen charity as they are usually matched by employers providing higher and more consistent funding.

The 2016 Giving Australia Report and the 2018 Workplace Giving Australia JB HiFi Case Study described a series of drivers for supporting giving
and volunteering:

e seekingto do good by making a positive contribution to the community

®  generating social impact

L employee expectations

*  abusiness desire to attract and retain the best people (employee engagement)

®  astrategy for the community to allow the business to operate and implement its plans.

2020 AusLSA Member Performance

Ninety-four percent of AusLSA's reporting members have formal charitable giving programs in place which are made up of corporate and
workplace giving. Ninety-one percent of members make corporate type donations through their business or related trusts. Seventy-two percent
operated a formal workplace giving program for staff, matching the payroll donations made by their employees.

This year the number of firms who collected information about the participation of their employees in charitable giving programs increased from
twenty-eight percent to forty-one percent with a further twenty-eight percent reporting that they were developing new processes to collect this
information. The average participation rates recorded by those participating firms is thirty-one percent.

Thirty-four percent of firms have formal foundation-type structures or separate entities to plan and administer their charitable giving. Seventy-five
percent of firms regularly undertook internal charity appeals and events while fifty percent participated in external events. Firms also reported
participating in giving drives such as the provision of books, food and Christmas gifts.

Challenges and Opportunities

The needs of charitable organisations are likely to be higher in the next five years than at any other time in the last 50 years. At the same time the
challenges and uncertainty for law firms and their employees could impact their ability to provide maintain or increase levels of financial support.

Leading law firms and Australian businesses increasingly integrate their charitable giving programs with their core business strategies and
delivery. This model combines management support, giving, pro bono and ties their investment and outcomes into the achievement of their
broader business purpose. This approach leads to greater and longer-term commitments to support charities addressing the longer-term issues
of both bushfire and COVID recovery.

There are more charitable giving programs that would benefit from this broader type of strategic partnership however to establish these types of
partnerships takes time and work. Firms need to search for and develop relationships with willing organisations and develop agreed commitments
and objectives. This will allow them to build partnerships that take full advantage of their special skills and resources.

There is significant potential to increase participation in Payroll Giving.
In Australia, the four thousand employers who offer payroll giving
employ almost three and a half million workers. However, only 175,300
workers are currently donating which suggests ninety-six percent of
employees at these companies who have access to a payroll giving
program are not donating. There are many variables that influence a
workplace-giving program’s success. In addition to matched donations
from payroll giving employers can lead by providing employees with
compelling charities and clearly communicating the needs for and
benefits of being a donor. Workplace Giving Australia provides an
extensive range of supporting materials and campaigns that support
organisations grow their giving programs. The One Million Donors
platform provides a range of specific workplace giving toolkits,
resources and a recognition.

PARTICIPATION MONITORED
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http://www.communitybusinesspartnership.gov.au/about/research-projects/giving-australia-2016/
http://www.communitybusinesspartnership.gov.au/about/research-projects/giving-australia-2016/
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RECONCILIATION IN AUSTRALIA

Aboriginal and Torres Strait Islander reconciliation is a journey of improving mutual trust and respect and closing the gaps in
opportunity. Reconciliation encourages cooperation and improved harmony between first Australians and non-Indigenous
Australians.

The history of Aboriginal and Torres Strait Islander treatment since European settlement is one that has excluded many of our
790,000 first Australians from the benefits of mainstream society and has built a legacy of disadvantage and inequality. The
reconciliation process is a critical step to improving our understanding of how our history has shaped our relationships, connection,
and respect for each other’s culture.

A formal process examining how to achieve recognition of Aboriginal and Torres Strait Islander Peoples in the Australian
Constitution has been underway since 2011. In 2017 the Government's Referendum Council hosted a National Constitutional
Convention at Uluru including over 250 Aboriginal delegates from across Australia. They issued the Uluru Statement from the Heart
with a recommendation for an Indigenous voice to parliament.

Progress of reconciliation is reflected in the targets set in the Commonwealth Government'’s 2008 22 year Closing the Gap agenda.
There have been ongoing failures to meet the interim targets. A new national agreement on “Closing the Gap” was negotiated
with Indigenous representatives as a partnership, setting out four priority reforms aimed at changing how governments work with
Aboriginal and Torres Strait Islander people

1. build and strengthen structures to empower Indigenous people to share decision-making with governments

2. build Indigenous community-controlled sectors to deliver services to support closing the gap

3. transform mainstream government organisations to improve accountability and better respond to Aboriginal and Torres
Strait Islander people’s needs and

4. improve and share access to data and information to enable Indigenous communities to make informed decisions.

Reconciliation Australia’s Reconciliation Action Plan (RAP) program provides a framework for organisations to realise their vision for
reconciliation based around the themes of Respect, Relationships and Opportunities.

Reconciliation Australia’s 2017 State of Reconciliation in Australia report discusses five dimensions of reconciliation; historical
acceptance, equality and equity, institutional integrity, unity and race relations. In Australia the legal profession has filled an
important role by working in each of these five dimensions to improve equality and reconciliation through;

assistance to Aboriginal and Torres Strait Islander Legal Centres

direct pro bono services for individuals and groups

secondments of staff to and from firms

strategic partnership including sponsorships, corporate giving and volunteering
Reconciliation Action Plans through Reconciliation Australia

development of Indigenous lawyers

National Reconciliation Week and NAIDOC Week activities

a more diversified supply chain through procurement from Indigenous-owned businesses.

Career Trackers, supported by eight AusLSA members, and Tarwirri, the Indigenous Law Students and Lawyers Association of
Victoria are two examples of programs aimed at increasing the number and inclusion of first Australians in the legal sector.
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2020 AusLSA Member Performance

The last three years have seen a significant increase in reconciliation commitments and activities by AusLSA members. This year
eighty-four percent of reporting firms either have an indigenous reconciliation policy or have one in preparation. This is an increase
from sixty-six percent over the last three years. All these firms shared their approved policies publicly. Ninety-six percent of these
firms had formal management structures in place to implement their policies and report progress. This is an increase from seventy-
seven percent three years ago. Management mechanisms in place range from committees, partners, directors and combinations of
these with ninety-five percent involving in house committees.

This year sixty-six percent of firms have developed a Reconciliation Action Plan (RAP) that had been reviewed by Reconciliation
Australia, which has increased from forty-five percent in in the last three years.

While there is a high level of participation in these programs by firms that are implementing Reconciliation Action plans, many
other law firms are still showing their commitments through a focus on specific programs and initiatives.

Firms were most active as participants in initiatives and events designed to raise awareness and provide recognition to
reconciliation and indigenous issues. Ninety-seven percent of firms were involved in some type of reconciliation related programs
participating in an average of 5 activities or programs up from 2.8 last year. An additional two firms took part in NAIDOC week
activities this year taking the participation to seventy-seven percent of firms (the most popular initiative followed by seventy-

four percent of active firms that provided indigenous cultural awareness training. Other popular initiatives include; National
Reconciliation Week activities — sixty-five percent, pro bono support — fifty-five percent, scholarships and student mentoring

- thirty-nine percent, indigenous employment and internship programs - thirty-two percent, affirmative procurement programs —
forty two percent, non-legal volunteering and secondments — twenty-nine percent and structured collaboration for reconciliation
— twenty-six percent.
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https://www.careertrackers.org.au/
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RECONCILIATION

Challenges and Opportunities

Participation in business and employment is a key element that drives sustainable self-sufficiency for indigenous people and for
many indigenous families and communities. Indigenous people, like many minority groups, are underrepresented in the legal
profession and its supply chain. The National Profile of Solicitors 2018 Report conducted by the NSW Law Society found that the
percentage of the profession nationally identifying as Aboriginal and/or Torres Strait Islander reduced from 1.2 percent only 0.7
percent compared with 3.3precent in the general population.

Law firms’ investments in nurturing Aboriginal and Torres Strait Islander legal talent can be improved to provide more attractive
opportunities for first Australian Lawyers. Deeper more immersive programs that include more continuous and progressive
pathways including scholarships, vacation placements, internships, clerkships, graduate programs and Lawyer development
programs, will lead to higher levels of engagement by participants.

There is also opportunity to improve the recruitment of Aboriginal and Torres Strait Islanders for firm internships and other
programs by staggering their program scheduling outside the peak recruitment times. Promoting for these intakes should also be
reviewed to ensure that they are effectively reaching indigenous students.

Increasingly indigenous businesses are providing supplier diversity through competitive goods and services that are used by law
firms and other businesses. But for these businesses to grow and to increase their range of products and services further they need
the increased demand and support from businesses like law firms. Supply Nation is the leading directory for indigenous businesses
and is endorsed by the Australian Government.

Reconciliation Action Plans have a positive effect in workplaces and improve a firm’s chances of achieving the objectives of respect,
relationships and opportunities and implementing and measuring practical actions. While RAPs can be useful in any organisation,
those firms that feel they are too small to benefit sufficiently from a RAP program should still identify the best opportunities to
contribute to reconciliation that align with their skills and capacities with a focus on impact. Examples of useful initiatives include
helping to train and employ indigenous lawyers and staff in their business, searching for appropriate indigenous businesses to
supply required goods and services, awareness and inclusion training for staff and pro bono and other support for indigenous
NGOs and people.

Having plans and policies is an important part of the challenge but strong leadership, commitment, and transparency are possibly
more important to changing established beliefs, behaviours and outcomes. In businesses this requires deeper engagement

with leadership, employees, stakeholders and more meaningful connections with Aboriginal and Torres Strait Islanders. One-
to-many types of engagement events are common in many law firms but can be superficial if they are not part of a deeper set of
engagements.

This year the ‘Closing the Gap' targets set by governments to achieve progress for basic equality for first Australians showed that
progress on many of the most important targets are continuing to be missed in the many of Australian states. These disappointing
results suggest the current strategies to increase the inclusion and equality of opportunity are failing or at least are insufficient. This
has led to the development of a new national agreement on “Closing the Gap” which was negotiated with a greater inclusion with
indigenous representatives and is intended to be implemented as a partnership with Aboriginal and Torres Strait Islander people.



https://www.lawsociety.com.au/sites/default/files/2019-07/2018 National Profile of Solicitors.pdf
https://supplynation.org.au/
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ENVIRONMENTAL PERFORMANCE

Environmental reporting has been a feature of AusLSA's reporting since 2009 and includes the greatest level of quantitative information provided the
report.

2020 has been unlike any other year in AusLSA's reporting history. From January 2020 the operations of law firms, which normally include significant
amounts of domestic and international travel and the operation of extensive facilities and equipment, changed dramatically.

This year's results reflect the massive reduction in the amount of travel undertaken and office vacancies in both Victoria and NSW. Changes also reflect
a major shift in how interactions with clients and the courts occur. A range of stakeholder relationships, transactions and processes shifted to online
and virtual realms which has further reduced consumable and other waste production.

Up until this year most of our members had completed many of the practical energy efficiency opportunities at their offices which had resulted in

a plateauing of their energy savings. The most recent changes in work practices made necessary because of COVID, while potentially short term,
provide new experiences that test some of the existing assumptions and provide interesting alternative options about the working environment and
the level of resource use in law firm offices.

This year AusLSA has seen an increase in approaches to embed this commitment with systems such as AusLSAs Environmental Management System
(AEMS) that assist in measurement, monitoring and continued improvement and there has been a good amount of interest from new AusLSA
members in the development of their AEMS which they will progress in 2020-21. Such systems demonstrate to clients and members of the firm that
they are proactively managing their environmental impacts in a time where this is of increasing global importance.

This year's report continues to measure all the parameters counted in previous years including the following environmental impacts:

e greenhouse gas emissions from office-based consumption of electricity and gas;

e greenhouse gas emissions from air and car travel;

e greenhouse gas emissions from the use of refrigerants;

e damage to forests and other ecosystems from the harvesting and production of paper and
¢ |and degradation and resource wastage through the management of waste and recycling.

Note. Minor year-on-yearadjustments have been made to this report that reflect updated greenhouse gas emissions co-efficients for electricity and business travel. This provides
alignment to the National Greenhouse Emissions Regulations (NGER) standards.

2020 AusLSA Member Performance

Despite the COVID-19 pandemic, it was pleasing to see that thirty-three member firms participated in AusLSA's member report this year. This represents
20,901 law firm employees.

While there were some early predictions that member firms may reduce employee numbers due to the pandemic we found that employees actually
increased by 508 compared with last year. A breakdown of our member firms showed that 13 firms had some level of headcount reduction while the
remaining 20 grew in number.

COVID proved to have a significant impact on all our other business operations causing a significant reduction in resource use. The various state

government lockdowns and firm-based safety measures reduced the consumption of electricity in member’s offices. The barriers to travel also significantly

reduced emissions from their business travel. The levels of paper generated from a greater use of remote working, also decreased markedly.

Member firms reduced their gross total greenhouse gas emissions by twenty-eight percent per employee from last year and their total paper use by
twenty-one percent per employee.

While the ‘COVID-enforced’ circumstances provided members with greenhouse gas emission reductions, it is pleasing that this did not dissuade members

from the continued purchase of offsets, which represented twenty-eight percent of gross total emissions.

While the impacts on COVID in the medium and longer term are uncertain, the high levels of disruption are almost certain to initiate a range of business

changes surrounding how we to work and communicate. The environmental data from 2020 shows how the environmental impacts of law firm's operations

would significantly improve if this happens.
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RENEWABLE ELECTRICITY
AND CARBON OFFSETS

Renewable energy in Australia is energy created from sources other than fossil fuels, including wind, hydro, solar and bio-energy. In
2019/20, renewable energy production comprised twenty-four percent of our annual electricity generation, and for the first time, wind
overtook hydro as our leading energy source.

Most energy retailers in Australia allow consumers to purchase some, or all of, their electricity as renewable energy (or sometimes called
‘Greenpower’). Purchase of renewable energy prevents the production of greenhouse gas emissions from electricity and reduces a firm’s
overall carbon footprint.

Another means of reducing carbon emissions from electricity and gas use, or business travel is by using carbon offsets. Carbon offsets are
produced by organisations and projects around the world that mitigate carbon production (such as agriculture and forestry, building, and
biogas projects). These projects often deliver a wide range of benefits, in addition to the capture of carbon, which support environmental
biodiversity, as well as social and economic outcomes to the communities where the project is located.

As a general principle however, organisations should not simply ‘cleanse their conscience’ by purchasing renewable energy or carbon
offsets. Carbon offsets should be a component of a broader program to reduce the gross greenhouse gas emissions energy and travel
consumption before using offsets to balance what that are unable to otherwise control.

2019 AusLSA Member Performance

This year almost one-quarter of our member firms reduced their net carbon emissions through the purchase of renewable electricity or
carbon offsets, which was two more firms than last year. Six of our member firms purchased carbon offsets, one purchased renewable
energy and two purchased a combination of both.

The below graph shows how the majority of firm’s purchases are for carbon offsets rather than renewable energy. This is most likely
because the costs of offsets are significantly lower per tonne of CO2e and there is an additional social and environmental value realised
from their production which aligns with firms’ other priorities.

Offsets purchase were 25 times higher than from renewable energy. (171,575 tonnes CO2e of offsets vs 6,854 tonnes CO2e for renewable
energy). However, three firms this year made the largest investment in renewables since 2016. Greenpower purchases are an important
market driver for the ongoing expansion of renewable electricity capacity in Australia.

RENEWABLES AND OFFSETS
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Several of our member firms who have sought NCOS accreditation or seek to be
10,000 ‘carbon neutral” often purchase a greater number of carbon offsets than their gross total

emissions detailed in this report. This is because, as part of NCOS accreditation, firms

must include carbon emissions from additional sources (such as hotel accommodation

2016 2017 2018 2019 2020 and travel to and from work) which are not included in AusLSA' reporting.



https://www.cleanenergycouncil.org.au/resources/resources-hub/clean-energy-australia-report
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ELECTRICITY
EMISSIONS

Greenhouse gas emissions from the generation of electricity is still
Australia’s largest emission source although this ratio is showing a
long-term decline.

In March 2020, Australian’s national emissions from electricity
accounted for thirty-three percent of our greenhouse gas inventory.
This is a decrease of almost nineteen percent from our national
peak of fifty-two percent recorded in 2010. This is largely due to an
increase in renewable generation, and the corresponding decline
in coal and gas fired electricity generation.

(Source: Quarterly Update of Australia’s National Greenhouse Gas Inventory: March 2020)

This data was gathered before the full effects of the COVID
restrictions were felt. Since then although many CBD buildings
were effectively vacant, base building energy use was still

required and IT centres were still operational. There is anecdotal
information however that consumption of domestic power for light
increased as more people were spending greater time at home.

Australia’s use of solar and other sources of renewable energy is
increasing, and in Australia met its 2020 renewable energy target of
23.5%, or 6.2% of Australia’s total energy use.

2020 AusLSA Member Performance

Electricity use remains our members second biggest contributor of
greenhouse gas emission at forty-seven percent of members’ gross
total emissions.

The effects of CBD lockdowns have influenced firms' electricity
consumption and greenhouse gas emissions. Greenhouse gas
emissions from electricity reduced twenty-one percent per person
or almost 6,000 tonnes in 2020. The total reduction since 2016 is
thirty-nine percent per person.

ELECTRICITY EMISSIONS
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BUSINESS
TRAVEL

The transport sector includes emissions from the direct combustion
of fuels in transportation by road, rail, domestic aviation and
domestic shipping. The main fuels used for transport are automotive
gasoline (petrol), diesel oil, liquefied petroleum gas (LPG) and
aviation turbine fuel. In the year to March 2020, transport accounted
for 18.9 per cent of Australia’s national inventory.

(Source: Quarterly Update of Australia’s National Greenhouse Gas Inventory: March 2020)

The global aviation industry produces around 2% of all human-
induced carbon dioxide emissions and is responsible for 12% of
CO2 emissions from all transports sources.

The Australian forecasts for reduction of greenhouse emissions
from the aviation industry is approximately 13.2 megatonnes pa,
or half the emissions from a ‘'normal’ year. In China, the forecast fall
is approximately 200 megatonnes or twenty-five percent of their
normal emissions.

2020 AusLSA Member Performance

As with electricity emissions, the data in this report are as at 30 June
2020 and only represent four-five months of reduced air travel. Given
that, emissions from member firms arising from total travel comprise
fifty-two percent of our gross total emissions. While this is a small
reduction from fifty-five percent last year, business travel continues to
be our largest contributor to greenhouse gas emissions.

In absolute terms, however, total travel emissions reduced by 13,300
tonnes from last year, or thirty percent (1.5% per person). The 2020
total travel emissions per person are now at their lowest level for the
past five years (down by twenty-two percent from 2016).

It is unclear how much of this reduction can be accurately attributed
to COVID travel restrictions, however given that our member firms
continue to be able to operate and service clients using remote
technologies, we have to consider the ongoing need for excessive
business travel.
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https://www.industry.gov.au/sites/default/files/2020-08/nggi-quarterly-update-march-2020.pdf
https://www.industry.gov.au/sites/default/files/2020-08/nggi-quarterly-update-march-2020.pdf
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PAPER USE

Australia’s national paper consumption is 223kg per person while
the US and Canada used an average of 22%9kg of paper per capita
annually, Western Europe got through 178.7 kilograms, Latin
America 43.02, Asia 41 and Africa 7.51 kilograms per person. That
makes Australia the third largest consumer of paper per capita in
the world.

To make 400 reams of A4 office printer paper, weighing one tonne,
it requires 24 trees plus the water, oil, landfill and associated
pollutants generated through manufacture. The paper industry
uses more water to produce a tonne of product than any other
industry.

In Offices, the use of e-mail, electronic document management
and filing systems, imaging products and data storage and
compression techniques have all assisted to reduce paper

use in recent years. Following the changed business practices
implemented to address COVID, we have seen further uptake of
these practices and a corresponding decrease in the use of office

paper.
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2020 AusLSA Member Performance

Our member firms reported a reduction of 281 tonnes of paper
in 2020 compared to last year a decrease of twenty-one percent
per person. That is equivalent to approximately 112,400 reams of
paper or 6,744 trees, plus all the other environmental resources
used and impacts for its manufacture.

Member firms have been consistently reducing the amount

of paper they have been consuming through technology and
improved processed and have reduced overall consumption by
forty-three percent per person since 2016.

As with our other environmental metrics, it is unclear how much of
this paper reduction can be attributed to the COVID restrictions,
however further examination should be considered to determine
whether or not such a trend can be maintained through 'normal’
business opportunities.

RECYCLED PAPER

Paper recycling recovers waste paper and manufactures it into
new paper products. Recycling paper involves breaking it into
reusable cellulose fibres by mixing it with water and de-inking it.

There are three categories of paper feedstocks used to make
recycled paper:

e Mill broke is paper trimmings and other paper scrap from the
manufacture of paper

e  Pre-consumer waste is obtained from printer’s offcuts and run
errors, so it has never been used by consumers, and

e Post-consumer waste is paper and card that has been
previously used by consumers.

Paper made from post-consumer waste makes the greatest
contribution towards removing paper from the waste stream.

In Australia, recycled paper often includes virgin fibre from
plantations or native forests to improve quality. To be sure you're
maximising the environmental benefits of recycled paper, it is
generally best to choose paper products with the highest post-
consumer content possible.

Advantages of recycled paper compared with virgin pulp

e thirty-six percent less energy consumption

o forty-four percent fewer greenhouse gases

e thirty-eight percent less waste paper

*  eighty-two percent less solid waste than virgin fibre paper.
e thirty-five percent less water pollution and

*  seventy-four percent less air pollution

CERTIFICATION

Certification systems allow consumers to influence forest
management and other impacts of paper use by purchasing
pre-certified products. Customers may however assume that

all certification standards are equivalent and that all certified
forest products come from sustainably managed forests but
unfortunately there are some differences that consumers should
be aware of.

There are two common certifications available for forest products
in Australia that are applied to copy paper:

e Forest Stewardship Council certification (FSC) and
e Australian Forestry Standard (AFS) - sometimes also
represented as PEAC

Both certifications are underpinned by a process of standards,
consultation, reporting, and auditing.

Both these certifications receive support and criticism by
different stakeholder groups and both are subject to commentary
about how they balance the interests of commercial harvesting
verses environmental sustainability and communities. Many

point to contradictions where high value conservation forests are
harvested for certified timber products or where other impacts

or failures of compliance systems have led to unsustainable
outcomes.

The highest use of paper by law firms is 80 gsm copy paper. The
number of large paper mills in Australian has reduced over the
last ten years as a result of international competition for products.
Australian Paper is now the only producer of copy paper in
Australia but produces paper for several labels and brands. Their
plant at Maryvale produces different copy paper products using
both recycled and virgin pulp - using fifty-seven percent planation
pulp in total. Australian Paper has also recently commissioned a
recycling plant capable of significantly increasing the proportion
of recycled copy paper it produces.

Australian Paper is also the only Australian manufacturer of

A4 copy paper that still uses native forest timber harvested by
Vic Forests. This supply of native forest logs is certified by the
industry backed Australian Forestry Standard but does not meet
the additional requirements of Forestry Stewardship Council
certification.

Beware of Greenwashing!

Many products are now being labelled as
‘green’ even though they still have negative
environmental impact and this can be an issue
for paper. Almost all paper is recyclable, so
paper labelled recyclable’ is not greener than
standard paper. The most sustainable paper
should be 100 percent recycled, have a high
post-consumer waste content and not contain
any native forest fibre. Ideally this paper would
also be produced locally to avoid the impacts
of transport.

Some paper companies also label their paper
‘carbon neutral as the carbon emissions in the
production process have been measured and
offset. However, if the paper contains native
forest fibre, simply leaving the native forest in
the ground to absorb carbon would provide
greater benefits.

Australia also exports unprocessed wood chips
harvested from native Victorian and Tasmanian
eucalypt forests to Japan and China where

it is made into paper products. Given that
much of Australia’s copy paper is imported,
customers need to be aware that they may be
inadvertently supporting this practice.
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Just as with other business objectives the social and environmental
objectives of a law firm need robust systems and processes in place to
ensure their delivery.

Organisational governance is the system of rules, practices and
processes by which an organisation is managed and controlled and is
critical to consistently and reliably set and deliver a firm’s corporate
responsibility objectives.

Management of procurement is an important part of a law firm’s
governance processes. Making the links between how the sustainability
impacts of goods and services it uses in providing its own products
and services aligns with its ethics, values and objectives.

Reporting and transparency is another fundamental principle of good
governance and accountability and a feature of sustainable
organisation. It builds strong organisational structures to support
delivery as well as trust from stakeholders.

Good risk management and ethical behaviour are also important
elements of governance. Universal standards for the management of
risks, business continuity, ethics and the codes of conduct in law firms
are guided by government regulation, state law societies, customer

expectations and industry standards. ’
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SUSTAINABILITY REPORTING

There is little doubt that following the devastation of the Australian bushfires and the COVID pandemic greater interest is being shown in
which organisations are part of the solution and which are a part of the problem.

The process of sustainability reporting enables an organisation and its stakeholders to better understand manage share the
environmental, social and governance risks and opportunities faced by the organisation. In addition to collecting and analysing
sustainability impacts internally it is also important to transparently communicate this information with interested stakeholders and the
public.

Reporting is a universally accepted component of sound organisational planning and strategy. It requires engagement with stakeholders
to assess the most important opportunities and threats and is an important tool for measuring and communicating progress on those
material issues, commitments, targets and performance.

Publishing an organisation’s commitments and performance builds trust and reputation by demonstrating openness and accountability
supercharges the meaningfulness of organisation’s commitments and acceptance of their responsibility to address them.

Reliable public sustainability reporting is of interest to a growing range of stakeholders, including customers, employees, regulators and
shareholders. These stakeholders care about the values, priorities, performance, and longer-term value of an organisation. Expectations
about the scope, detail, rigor and completeness of sustainability commitments and performance also continue to build among this group
as more organisations provide reports and demonstrate their values and priorities. Globally, the number and quality of sustainability
reports continues to increase significantly. In its 2018 report, the World Business Council for Sustainable Development identified that 85%
of S&P 500 companies issued a sustainability report in 2017 compared with under 20% in 2011.

COVID has caused unprecedented and, in many cases, unforeseen disruptions to many businesses. In turn this creates significant impact
on sustainability reporting in both the short and long term. For the coming period, stakeholders will want to understand many aspects
of how an organisation has responded to the impacts. For example, how have organisation’s handled issues such as employee safety or
supply chain disruption? What has been or will likely be the impact on diversity or employee engagement? How has COVID impacted
environmental metrics and how can some of the benefits that may have arisen be sustained over the longer term?

Over the longer term there will be an opportunity to review the ESG management processes that feed into reporting, looking more
broadly at the external social and environmental risk factors and the organisation’s resilience to threats.

Companies releasing public sustainability reports are considered sustainability leaders and innovators who can expect to build deeper
relationships and more trusting interactions with progressive customers and employees who also share these values and priorities.

ADDITIONAL SUSTAINABILITY
REPORTING

.

REPORT
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2020 AusLSA Member Performance

Given the complexities created by COVID, AusLSA responded by extending the timelines for submission of reporting information by
AusLSA members. However, the scope and depth of the reporting provided by members has not only been maintained, but has expanded
to include managing modern slavery risks in supply chains and to report on the use of serviced offices.

Despite the massive disruptions to their businesses and operations, restrictions to records access and competing operational priorities,
this year, eighty-five percent of participating AusLSA members chose to publicly provide their sustainability report.

Fifty-three percent of member firms promoted their AusLSA produced report on their own website last year which increased from only
twenty-eight percent in 2017 and forty-two percent in 2019. An additional nine percent of firms have advised they are preparing to
publicise their report in 2020.

Forty-three percent of firms provided additional sustainability reporting during the year or were preparing to do so. There has been slow
growth in the number of firms collecting and publishing additional standalone reporting of their sustainability and corporate citizenship.
Additional reporting undertaken this year also includes reporting against modern slavery commitments, the UN Sustainable Development
goals and the NSW Sustainability Advantage program.

Challenges and Opportunities

AusLSA member law firms have greatly increased the scope, depth and communication of their sustainability reporting through the
AusLSA annual Sustainability Insight over the last three years.

The AusLSA report is carefully compiled and designed to suit a diverse audience of stakeholders. However, only forty-three percent of
firms have benefitted by promoting their involvement in the AusLSA report. All firms have their own communications including promotion
on their websites or communications with customers or employees that would be effective in raising the profile of their sustainability
commitments. Celebrating this information in the public sphere will help to reinforce the value of compiling their reports and to increase
the benefits from their public sustainability reporting.

AusLSA's voluntary report is designed to allow a common approach to reporting that is appropriate to a wide range of different firm
types and sizes. This approach sometimes constrains the level of detail and depth that can be provided across the all areas covered.
AusLSA members should use this report as a basis for the expanded collection and reporting of information in the different sustainability
programs and initiatives undertaken. This provides additional depth of information that is tailored to their specific priorities of firms

and their audiences. Some firms already choose to do this by developing a standalone corporate social responsibility style report but
increased information can also be simply incorporated throughout relevant sections of their own website.

SUSTAINABILITY REPORTING
UNDERTAKEN

Environmental commitments
on website

CSR commitments

on website

CSR commitments, targets
& performance on website

Separate CSR report _
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SUSTAINABLE PROCUREMENT

The production of all goods and services uses both human and natural resources. A significant portion of any organisation’s sustainability impact can be
hidden in the goods and services it procures. The sustainability aspects of a law firm’s inputs are sometimes very visible and relatively simple to record,
for example electricity or paper use but in other cases, these impacts are much less transparent, for example illegal or unfair labour practices or the
impacts of raw materials extraction.

Understanding the social and environmental impacts of the associated goods and services that law firms use to provide their own services helps to
determine their true impact. It also allows sourcing and purchasing considerations to be made that improve these impacts and signals to suppliers the
need to drive change in their own businesses.

Sustainable Supply Chain Management

A sustainable supply chain management program involves setting standards and working with suppliers to improve the sustainability impacts related to
the products we use. Procurement Managers then actively seek information from new and existing suppliers to assess to what extent these standards are
being met. Improving the impacts from procurement requires the identification of better alternatives such as choosing renewable electricity or selecting
organic fair-trade coffee, paper produced without using materials from native forests and cleaning products which are not tested on animals.

Standards and certifications

In Australia information to address the impacts of our different procurement options is available through a series of standards and certifications in some
product categories. Generally, these certifications are established and administered by self-governing industry groups or NGOs with representatives
from a range of stakeholder groups. Many of these started as environmental certifications but have expanded to include other social and governance
issues that also address the sustainability impacts of their products.

This role is increasingly being assisted by the emergence and improvement of the range of certifications and products. There are hundreds of Eco style
certifications in Australia most of which are listed HERE. Examples that are relevant to law firms include:

e Forest Products certifications (paper)

e Renewable energy certification (electricity)

e Carbon offsets certifications (greenhouse mitigation)

e Food and drink certifications (catering and client floor services)

¢ Cleaning and building maintained products

e Energy efficiency certifications (fleet, ICT equipment office fitouts).

Social enterprises and affirmative purchasing

Social enterprises are becoming increasingly prevalent in law firm supply chains. Social enterprises are business that intentionally trade to help solve a
societal challenge. Social enterprises seek to maximize profits while maximizing benefits to society and the environment. Many existing products and
services procured by law firms can be provided by social enterprises. For example, catering services, stationary supplies, corporate gifts, artwork, coffee
and fruit supplies are all available in Australia through social enterprises.

Law firms can also seek to support specific minority groups such as indigenous business or refugees though their purchasing decisions. Of note, many
organisations are now working with Supply Nation, a government endorsed program providing information and a directory to assist organisations to
locate indigenous service providers.

Information on sustainable procurement is also becoming more widely available, with the emergence of a range of resources and tools being compiled
by NGO's and business.
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FORMAL PROGRAM

.
=\
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Modern Slavery

According to the Global Modern Slavery Index an estimated 40.3 million men, women, and children were victims of modern slavery on any given day
in 2016. Of these, 24.9 million people were in forced labour and 15.4 million people were living in a forced marriage. Women and girls are vastly over-
represented, making up seventy-one percent of victims. In the past five years, 89 million people experienced some form of modern slavery for periods
of time and collectively approximately US$150 billion per year is generated in the global private economy from forced labour. Modern slavery is most
prevalent in the Asia and the Pacific region. Sixty-two percent of all people enslaved, or twenty-five million people in Asia-Pacific Region are ‘enslaved’
including 4,300 people in Australia.

Australia’s new Modern Slavery Act 2018 Act was passed by parliament on 29 November 2018 and came into effect on 1 January 2019. The new
legislation consolidates Australian law within a Modemn Slavery Act and introduces new provisions for corporate disclosures and reporting, requiring
public disclosure within six months after the end of each organisations financial reporting period.

The NSW Modern Slavery Act was passed and assented to the legislation in June 2018. It requires commercial organisations with an annual turnover

of $50 million or more to produce a Modern Slavery Statement on the incidence of modern slavery in their supply chains. In June 2019 the NSW
Government announced a review of their intended legislation which begun in August 2019 with scheduled release of review findings due on the 14th of
February 2020 but finally released on 28 September 2020. The NSW government reaffirmed its commitment to implementing a modern slavery regime
for NSW but wanted to seek greater harmonisation with the Commonwealth’s Modern Slavery Act reporting requirements before introducing necessary
amendments that complement the Commonwealth Act and which are not inconsistent with it.

Both regimes seek to ensure that companies have a publicly-available modern slavery statement so that customers and the public can scrutinize
enabling consumers and contractual counter-parties to assess, make decisions and participate in a debate about ethical supply chains.

2020 AusLSA Member Performance

The uptake of sustainable supply chain management programs or policies that address the sustainability impacts that occur as a result of the products
and services procured by AusLSA members has grown significantly this year. Fifty-nine percent of firms had sustainable supply chain programs in place
this year compared with forty-eight percent last year. Ninety-three percent of these firms have now applied these standards to their existing suppliers as
well as when establishing new contracts.

Of the firms with sustainable supply chain programs, environmental considerations were most prevalent with all firms considering them in their
procurement decisions. The next most prevalent element was human rights issues which featured in ninety-five percent of firm'’s procurement choices.
Inclusion of indigenous inclusion issues increased fifty percent with eighty-nine percent of firms seeking goods and services from indigenous suppliers.

The largest change to sustainable procurement has been the preparation for compliance with the Australian and NSW governments’ reporting
requirements under the modern slavery legislation (which are due on the 31 March 2021 for the majority of AusLSA members). While seventy seven
percent reported that they are required to develop modern slavery statements under the Australian legislation, only fifty-nine percent had commenced
programs to manage the risks of modern slavery which suggests at least 20% of firms need to take rapid action to comply with the legislative
requirements.

Challenges and Opportunities

For sustainable supply chain management practices to be workable in the business sector they need to be operationally practical and financially viable
in addition to being ethically preferable. Sustainable supply chain management is still a relatively new practice in Australia and information about the
sustainability impacts of products and the options for more sustainable alternatives is incomplete and often difficult to find and interpret.

Making sustainable procurement a practical and low risk commitment
for law firms requires an investment in better information about current
products and suppliers as well as more sustainable alternatives. Law
firms can begin by researching and adopting the most applicable and
beneficial sustainability certifications for the most significant products
they use.

SUPPLY CHAIN STANDARDS

Labour rights
Like other areas of sustainability this process is a journey that requires
commitment, leadership and innovation. It's a challenge made easier
by customers like law firms working together with suppliers to share
information, systems and tools to collect and evaluate the sustainability
of the products and services. This cooperation needn't be limited to
the legal sector. Many of the products and services used by the legal
sector are identical to those used more broadly in commerce and
government.

Human rights
Gender equality
Indigenous inclusion
Community support

Consumer issues

The Australian Government's recent Modern Slavery legislation and
regulations will require most AusLSA members to develop new systems
to research, understand and manage their supply chain for modern
slavery risks. AusLSA will work with members to share resources and
information and look at the opportunities to develop tools to better
manage this process.

Fair operating practices

Environment

UN Global Compact
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http://www.ecolabelindex.com/ecolabels/?st=country,au
https://www.globalslaveryindex.org/2018/findings/highlights/
https://www.globalslaveryindex.org/2018/findings/regional-analysis/asia-and-the-pacific/
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RISK MANAGEMENT, BUSINESS CONTINUITY,
ETHICS AND CODE OF CONDUCT

Good risk management and ethical behaviours based on solid and visible organisational values are key ingredients to a firm's long-term
reputation and its ability to operate. The Australian Legal Sector Alliance assesses the following aspects of governance:

codes of conduct, ethics and grievance mechanisms and risk management and business continuity planning.

Good organisational governance is something we often take for granted in Australia but it is critical to delivering sustainability policies and
commitments. Good governance is also necessary for compliance with regulatory, professional, industry and voluntary standards.

The flow of well publicised corporate and political scandals continues in the last twelve months where poor governance has allowed
breaches of the law and a loss of community trust and organisational reputation. Most of these issues have arisen where systemic
governance failures have allowed behaviours and transactions to occur that were in conflict with otherwise documented public policies
and values.

Alaw firm's code of conduct promotes a good social, ethical and professional culture by documenting how people are expected to act.

The process of assessing the behaviour of employees becomes more consistent when a code of conduct is used as a reference point.
Codes of conduct for law firms are also reinforced by regulatory requirements of the legal profession.

Risk management not only considers a firm’s significant regulatory, financial and reputational risk but also the risk of delivering their
commitments and the objectives in their strategic plans. These are all elements that reflect on the overall sustainability of an organisation
and the ability for it to meet it social purpose and responsibility.

COMPLAINTS & GRIEVANCE

CODE OF CONDUCT CODE OF CONDUCT TRAINING PROCESSES

2019 AusLSA Member Performance

All reporting firms have a specific code of conduct in place that deals with ethics, including; bribery, corruption, fraud, workplace bullying
and sexual harassment and had a documented complaints and grievance mechanism to address both internal and external issues. All
AusLSA members also provide specific training to partners and employees regarding their code.

All reporting firms have developed and operate a formal risk management plan that is reviewed regularly by the leadership team. All
reporting firms also have a documented Business Continuity Plan or Emergency Response Plan which is regularly tested with one firm
having one in development. Like the rest of the world Australian business’ and law firms were caught by surprise by the level of disruption
caused by the COVID pandemic. In the case of Australian law firms however, their generic approach to continuity combined with their
existing flexible working capacity and wellbeing initiatives worked well to mitigate the worst business and human impacts.

Challenges and Opportunities

In law firms, universal standards for the management of risks, continuity, ethics and codes of conduct are guided by government
regulation, state law societies, customer expectations and industry standards. This has provided comfort that this has been enough to
guarantee their effectiveness.

COVID and the bushfire crisis has shown how high impact scenarios can occur rapidly and relatively unexpectedly and the deep impacts
these can have. They have shaken the false sense of security that the constants that we rely will stay true in the medium term. This
provides a valuable lesson and highlights the real potential benefit of exploring worst-case economic, social and environmental scenarios
from issues such as climate change, pollution and biodiversity loss. Risk management and continuity as well as governance systems all
need to take account of these risks and make adaptation plans and address the strategic and ethical issues this raises for firms.

This report finds that all members have systems in place. However from time to time there are examples where organisational systems
fail to identify, avoid or properly manage breaches. Actual ethical and professional conduct is predominantly influenced by organisational
culture and leadership and where these are misaligned it is almost always the cultural norm that determines behaviours. It is the role of
senior leadership to ensure an organisation'’s culture demonstrates their publicly projected values and that the leadership and behaviours
they demonstrate and reward continue to strengthen these values.

RISK MANAGEMENT PLAN BUSINESS CONTINUITY PLAN

POLICY

VY 100% \CH 94% B 3% |

Currently in Development

Lo

VY 100% Yes No

Currently in Development
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MEMBER LOGO

POLICY
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PUBLISHED v/

REPORT
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PROMOTED v/

Firm operates in accordance with a formally
approved and managed policy

Firm operates in accordance with a formally
approved and managed policy which is made
available to the public

Firm operates in accordance with a formally
approved and managed policy

Firm provides a link on their website to the
AusLSA Sustainability Insight Report

Firm has a Sustainable Supply Chain
Management program

Firm’s supplier standards are applied to existing
suppliers

Firm's supplier standards are applied to
new suppliers

Firm has a formal program to manage the
risks of Modern Slavery in procurement

Firm operates in accordance with a formally
approved and managed policy

Firm is a signatory to the Australian Pro Bono
Centre Aspirational Target

Firm active supports employees and partners
participating in community organisations

Carbon emissions from cars as a percentage of
gross emissions

Carbon emissions from natural gas as a
percentage of gross emissions

Carbon emissions from refrigerants as a
percentage of gross emissions

Carbon emissions from use of electricity as a
percentage of gross emissions and per square
metre

Carbon emissions from renewable energy as a
percentage of gross emissions and per square
metre

Carbon emissions from flights as a percentage
of gross emissions and per employee

Carbon emissions from taxis and hire cars
as a percentage of gross emissions and per
employee

Carbon offsets purchased as a percentage of
gross emissions

Renewable energy purchased as a percentage
of gross emissions

Total paper used (tonnes) and per employee

1S0 14001

Firm has gender equality targets

Staff surveys assess and communicate physical
and psychological well-being

Firm participates in Federal legislation

Firm participates in NSW state legislation

Firm provides code of conduct training

Firm has documented complaints and grievance
mechanisms

Firm has a regularly reviewed risk management
plan

Firm has a formal Business Continuity Plan

Firm coordinates and supports employee non-
legal volunteering

Firm operates in accordance with disability
standards

Firm has a Reconciliation Action Plan
— Level indicated

Percentage of paper recycled

Percentage of offices with paper and cardboard
recycling

Percentage of offices with recycling of
comingled waste

Percentage of offices with facilities for organic
waste disposal

Percentage of offices with e-waste facilities

Firm sets and monitors environmental targets

Firm has an Environmental Management
System

AusLSA
Environmental Management System

ISO 14001
Environmental Management System
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'CLAYTON UTZ

OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

Qw
INITIATIVES: OQSX’

e CitySwitch Green Office
* Green Star rated buildings 4-6 star

Clayton Utz vision is to be the leading law
firm in Australia- with our clients and our
people at the heart of what we do. Supported

INITIATIVES:

GROSS

S/,
(o)
4,281t — 2.9t/employee 'ks\

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

Clayton Utz is carbon neutral.

We have measured our FY20 carbon emissions in
line with the federal government’s Climate Active

i i i i ® Earth Hour ® World Environment
bya cullture of trust, respect and cooperahon, INITIATIVES: . B?ardGLmss Ciéampll'i)n:ém;;loyer of{?home u i vi SOCNOEPE (2)9270/ Standard and are pleased to report that Clayton
underpinned by our people strategy: « AWE reporting  Hosting or leading external or bender tquallty ® Hender sensitive ore Utz have fully offset FY20 carb issions i
) ] ) o ramsre-ﬁ%AICi%TV\(/):eIE? T’n't;ia'lr‘fetevtoergaor promotion and recruitment ¢ Hosting or leading J1z have 1ully ofrset our carbon emissions in
* asustainable high performing workforce- chomgmittees o Law Council Diversity and Inclusion external programs ¢ Internal networks or committees ‘.\ line with that standard through the retirement of
designing our future workforce through Charter » Legal support » LGBTI Awareness * International Women's Day ¢ Law Council D & | ‘d carbon offset units.
strateaic workforce planning and explorin training ¢ Mardi Gras and SpringOUT ® Out Charter ® Pay Equity Ambassador ® Structured female ) SCOPE 2,530t i ) )
N 9 by pl F9 3 exploring '\;or Abustrz!ia -_IF_’riQe_ in Dli_\gés_li_tl)é) advancement program e Training - Gender inclusion ML/ RNE TWO 59% We continuously seek ways in which we can
gt;;zlﬁzcg:dt:;er;‘inog(‘:agheobc:sst”:f?ﬁo'lr;rket av?;nre:;Sss‘ﬁn.corna;?i“;gs-bias and siomenloplEoards FUBLSHED EHEAr  SEEE) reduce the impaCt our business operations have
inclusion ® Wear it Purple on the environment and encourage our people
talent Fo support the Wontkforce plan. * World Aids Day POLICY @ 30% SCOPE 1,722t to get involved with the firm’s environmental
* engaging people, experience and Fe THREE 40% initiatives.
culture- enhancing our Listening Strategy, " | Gender GENDER PROFILE

analysing employee engagement and
increasing opportunities for feedback and
ongoing dialogue and connection.
Continuing to enhance our employee value
proposition and graduate program
experience.

&
Q

e talent management- developing our talent
management frameworks to better support
ongoing development, progression,
recognition and contribution of our people.

e developing our partners and employees-
implementing a new learning management
system and expanding our successful
curricula of career milestone learning and
mentoring programs including a greater
focus on virtual delivery.

e diversity and inclusion- enhancing our
gender, flexibility, LGBTIQ inclusion,
cultural diversity and disability programs,
embedding inclusive leadership capability
and building our internal interest groups.

® community- continued engagement from
partners and employees via volunteering,
fundraising and providing resources.

’ éwww
-

>
VB
OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

The firm has a strong commitment to risk
management and compliance and a robust
governance structure to support that
commitment.

The Finance Risk and Audit Committee of the
board oversee this commitment, supported by
the firm's Risk Management Team and Office of
General Counsel.

The Firms approach to risk and governance is
supported by our robust policies and procedures
available to all our employees in our Risk
Management Handbook, Partner Handbook and
Employee Handbook. These policies are
supported by relevant training for all of our
people through our CU Learn Framework.

The firm has a Cyber Security Board as part of
our commitment to information security, the firm
achieved whole of firm ISO27001 certification as
assessed by SAI Global for the 5th Year. The firm
has mature crisis management, business
continuity and disaster recovery and pandemic
plans which are reviewed, updated and tested
annually.

&)

\%
Q\O

INITIATIVES:
* Black Dog programs
* Psychological support/EAP
* Domestic Violence Awareness
 Hosting or leading external
programs ® Mental Health Awareness
Week ® Mental health first aid training

and support ® Mental Health
Champion/Manager ® Resilience at Law

participation ® RUOK programs ® Salary
continuance ® Signatory - Minds
Count TJMF Guidelines

POLICY

INITIATIVES:

o Career break /Sabbaticals

e Carer's leave ® Child Care
o Flexible hours of work

STAFF
SURVEYS

‘7
)

e Job sharing  Part time options
e Purchase Leave ® Religious and

Ceremonial Leave ®
budget allowances ¢ Study leave
¢ Telecommuting tools and systems
® Time in lieu ® Unpaid leave

 Volunteer leave

POLICY

Return from leave

PAID PARENTAL LEAVE JSrimgiis v

PRIMARY
CARER

SECONDARY  PARENTAL
CARER LEAV]

CODEOF  COMPLAINTS RISK

CONDUCT & GRIEVANCE MANAGEMENT

TRAINING ~ MECHANISM PLAN

BCP OR
ERP

EQUITY PARTNERS LEGAL
TARGET STAFF

NON-LEGAL
STAFF

PUBLISHED v/

CARBON
OFFSETS &
RENEWABLES

chL WEL,
» INITIATIVES: e&

¢ Discount health insurance
® Ergonomics ® Gym memberships
¢ Fitness and wellbeing awareness
and promotion ® Flu vaccinations
® Fruit boxes ® Massages ® Proactive
health checks ® Team events
participation ® Work based physical
fitness

STAFF
SURVEYS

CYCL”VC

OFFICES

A2

2020 AusLSA
SUSTAINABILITY PROFILE

POLICY

CLAYTON UTZ

Headcount: 1,496 (FTE) Floor Area: 37,1779m2 @

Clayton Utz is a leading Australian law firm.

%

ffice avai\a‘d‘\‘\“

We pride ourselves on the reputation we have built for legal innovation and
excellence, driven by our goal to give our clients creative commercial solutions.

INITIATIVES:

e Charitable
Foundation ® Corporate
donations ® External events
and appeals ® Internal
appeals and collections
* Workplace giving
matching ® Workplace
giving programs

Our client base includes a number of the top 100 Australian companies as well as
over 250 Federal and State Government Departments, agencies, and
organisations. Our clients and our people at the heart of what we do.

Clayton Utz develops and maintains relationships
with our Community Partners that connects our
people and uses their resources, skills and
enthusiasm.

Since 2003, the Clayton Utz Foundation has
Lploo tions i distributed over $11.7 million in grants to charities
arity events and a eals ® \ . ..
Genera\ycf,mmumty Voﬁfnteering \ who address disadvantage and facilitate access to
* Organised volunteering activities Yy, justice, including $886,000 granted in FY20. 33% of
 Paid volunteer time for - .
employees * Skilled volunteering our partners and employees volunteered this year
* Student tutoring and mentoring and our people fundraised over $173,000 for
N\ community organisations.

We have a strong focus on corporate and social responsibility and are proud

to be a founding member of AusLSA. e

* Blood donations ® Boards ¢

The combined generosity of our people, the Firm
and the CU Foundation saw us donate close to
$200,000 towards bushfire relief and recovery.

Pro bono work for low-income and disadvantaged
people who cannot obtain Legal Aid, and for the
not-for-profit organisations which support them, is
fundamental to who we are as a firm. It is part of
what all of our lawyers do, at every level of seniority,
in every practice group and office, as part of their
everyday legal practice.

Further

information
@ from AusLSA

The below icons provide limited
information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro

Bono Centre and on individual firm’'s websites.

SUPPLIER
STANDARDS COVER:

¢ Community
Development ® Environmental
Impacts e Fair Labour Practices
* Gender Equality ® Human Rights
¢ Indigenous Inclusion

& () (8) (D)) E

SUSTAINABLE  STANDARDS STANDARDS ~ MODERN ~ NSW STATE  FEDERAL

SUPPLY CHAIN  APPLY TO APPLYTO SLAVERY  LEGISLATION = LEGISLATION

MANAGEMENT PROGRAM  PARTICIPATION PARTICIPATION
IN DEV'T

INITIATIVES:

o Affirmative procurement programs e
Cultural awareness training ® Internship and
employment programs ® NAIDOC Week
activities ® National Reconciliation Week ® Non
Legal volunteering and secondments ® Pro
bono support ® Reconciliation Action Plan

—



https://www.claytonutz.com/about/diversity-and-inclusion
https://www.claytonutz.com/about/diversity-and-inclusion
http://www.probonocentre.org.au/information-on-pro-bono
https://www.claytonutz.com/
https://www.claytonutz.com/about/community/environmental-sustainability
https://www.claytonutz.com/about/community/environmental-sustainability
https://www.claytonutz.com/about/community
\
https://www.claytonutz.com/about/pro-bono-practice

https://www.claytonutz.com/about/community/clayton-utz-foundation

2020 | vaie" | DLA PIPER

OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

As an organisation defined by our people,
we recognise that equality and diversity are
key to our global identity and integral in our
aim to be a ‘firm of choice’ for our clients.

Managing equality and diversity to us means
valuing and utilising the differences our
people bring to the business.

At all levels within the organisation, we
support and practice equal employment
opportunity, applying best practice
approaches to our recruitment, performance
management, promotion, talent
identification and training and development
processes to ensure that all employment
decisions and activities are made solely on
the basis of merit, taking into account all
relevant skills and experience, without bias
and prejudice.

We strive not only to comply with legislation
but to take a progressive approach to create
the mix of talent that is needed if we are to
be successful as a business.

é * Mental Health Awareness Week
Q

Q o Sustainability Advantage «
~y  (NSW) e CitySwitch Green Office g
D * Green Star rated buildings 4-6 m
z star ® ECO-Buy ® Earth Hour z

]

INITIATIVES: INITIATIVES: W g Do T
* AWEI reporting ® Hosting or leading * Employer of Choice for Gender Equality @ .\ I SCOPE 6.8t
external programs ¢ IDAHOT Week * International Women's Day ® Pay Equity \ ) ONE 0.14%
¢ Internal networks or committees ¢ LGBTI Ambassador ® Training - Gender inclusion o S ISOSA:SOW
Awareness training ® Pride in Diversity : :
i e AT POLICY QTR "3 s
awareness unconscious bias and FEMALE
inclusion ® Wear it Purple SCOPE 1 ,2029t
* World Aids Day R TWO 25%
PARTNERS LEGAL NON-LEGAL
PUBLISHED v/ STAFF STAFF
\ SCOPE 3,640t
Q‘O INITIATIVES: THREE 75%
® Beyond Blue programs

(I ® Psychological support/EAP

® Mental health first aid training and
support ® Mental Health
Champion/Manager ® RUOK programs
* Signatory - Minds Count TIMF
Guidelines

4,875t — 9.0t/employee
INITIATIVES:

¢ Discount health insurance
® Ergonomics ® Gym

POLICY memberships e Fitness and
- wellbeing awareness and promotion QQCY C LINC
® Flu vaccinations ® Fruit boxes
ST * Proactive health checks ® Work based 2020 AU S LSA OFFICES

physical fitness

POLICY

STAFF
SURVEYS

100%

Al

= 0
0% %
g

N

SUSTAINABILITY PROFILE

INITIATIVES:
* Career break/Sabbaticals o
e Carer's leave ® Flexible hours 6\
of work  Job sharing ® Part time
options e Religious and Ceremonial
Leave e Study leave ® Telecommuting
tools and systems ® Time in lieu
® Unpaid leave  Volunteer leave

POLICY == {
oo \\ N\ ‘
@@ S TIN

PAID PARENTAL LEAVE St b ,-\'-_
U7

PRIMARY ~ SECONDARY WORK AFTER
PUBLISHED v jVXie CARER  PARENTAL
LEAVE

%

DLA PIPER

Headcount: 544 (FTE) Floor Area: 14,751m2 @

At DLA Piper we are committed to providing an inclusive culture across our global firm, where
everyone can bring their authentic self to work. Our Diversity and Inclusion strategy is based on
three pillars:

Office availa®™

INITIATIVES:

e Our People - building on our inclusive culture so everyone is engaged and feel they belong. « Corporate donations

r
V]
OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

DLA Piper was also the first law firm to
achieve ISO 14001 certification in every
office, committing us significantly to
reducing our impact on the environment.

The initiative is sponsored by Board
members with representation from Risk
Management, Responsible Business,
Facilities and Property Management, IT,
Procurement, Travel Management and
partners from our Environmental legal
services.

Through addressing all operational aspects
of our environmental impact, the group is
able to implement strategies to reduce our
negative impact in four key areas: energy,
waste, travel and sustainable procurement.

e Our Processes — levelling the playing field, enabling all our people to achieve their potential. * Internal appeals and
collections ® Workplace
giving matching ® Workplace

giving programs

® Our Purpose — we collaborate with our clients, communities and suppliers to achieve D&l
goals.

In Australia our key areas of focus are creating gender balance, increasing flexible working;
hiring diverse talent and ensuring all communities, including LGBT+, people with
disability, those from diverse cultural background and Aboriginal and Torres Strait
Islanders feel a sense of belonging and inclusion. We strive towards a culture of
psychological safety through initiatives that provide support for people in times
of need, and empower people to speak up.

INITIATIVES:

* Blood donations ® Boards
* Charity events and appeals
® General Community Volunteering
 Organised volunteering activities
* Paid volunteer time for employees
* Student tutoring and mentoring

Our employee networks play a key role in driving our culture of
inclusion, and this is reflected through DLA Piper being
recognised by the WGEA as an employer of choice for
gender equality, and being AWEI Silver Award
holders for LGBTI inclusion.

N

CODEOF  COMPLAINTS RISK BCP OR
CONDUCT & GRIEVANCE MANAGEMENT ERP
TRAINING ~ MECHANISM PLAN

Further
information
from AusLSA

SUPPLIER INITIATIVES:

STANDARDS COVER: The below icons provide limited
; information about the firm’s legal pro * Affirmative procurement programs
o Envwonment.al Impacts “\ e e Mem caenshe e Cultural awareness training ® Internship
0 Gl Egueli) O Huien z information is reported by the Australian Pro and employment programs ¢ NAIDOC

Rights ® Indigenous Inclusion

SUSTAINABLE  STANDARDS STANDARDS ~ MODERN
SUPPLY CHAIN  APPLY TO APPLY TO SLAVERY
MANAGEMENT  EXISTING NEW PROGRAM

SUPPLIERS  SUPPLIERS IN DEV'T

Week activities ® National Reconciliation
Week ® Pro bono support ® Reconciliation
Action Plan e Scholarships and student
mentoring

Bono Centre and on individual firm’'s websites.

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

For DLA Piper the management of environmental
aspects of our activities is an integral and essential
part of the way we conduct our business. Our
overall strategic approach is reflected in the firm’s
environmental sustainability policy.

Our environmental priority focus areas are defined
by the Global Sustainability Initiative (GSI), which is
set by the DLA Piper Global Board and governed
by the two sponsoring partners and a cross-
functional committee.

Our environmental management system has been
ISO 14001 compliant and independently certified
across our global business for the past ten years. It
is shaped by the internal and external issues that
are material to the firm and our key stakeholders. In
2017 we successfully transitioned and certified our
management system to the new ISO 14001:2015
standard.

This accomplishment recognises our efforts
towards environmental sustainability and
continuous improvement. Moreover, the
environmental sustainability in DLA Piper is an
integral part of our Responsible Business model,
which is fully aligned with our commitment to the
ten UN Global Compact principles in the areas of
human rights, labour, environment and anti-
corruption.

In FY19/20, our lawyers and staff contributed more
than 84,375 hours towards pro bono and
community engagement initiatives. Of this, we
donated over 69,160 hours of pro bono work
internationally, making us one of the largest
providers of pro bono legal services in the world.

Our global focus areas are Access to Justice for
Displaced People and Rule of Law, with a particular
focus on supporting developing countries.

In Australia alone in the last 12 months, 70% of all
fee earners undertook pro bono work and 23%
undertook more than 35 hours, consistent with DLA
Piper's target.

We continue to undertake initiatives under the
firm’s third RAP which includes pro bono work for
Aboriginal and Torres Strait Islander Peoples and
organisations, as well as facilitating employment
opportunities for Aboriginal and Torres Strait
Islander law students at the firm.

DLA Piper's Global Scholarships program also
continues in its third year, supporting the
development of talented law students from the
world's least developed countries, increasing
diversity in the legal profession and contributing to
the rule of law.



http://www.probonocentre.org.au/information-on-pro-bono
https://www.dlapiper.com/en/australia/

2020 v - | MADDOCKS

OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

Maddocks was awarded the Employer of
Choice for Gender Equality citation from the
Workplace Gender Equality Agency for
2019, the 16th consecutive year. In addition,
Maddocks was also recognised as a Bronze
Employer in the Australian Workplace
Equality Index awards.

Our Maddocks Women and Maddocks
Pride, networking groups organised a wide
range of events in FY20, including events to
mark International Women's Day, Wear It
Purple Day, and IDAHOBIT Day with
speakers, moming teas and donations to
relevant organisations. The firm also held its
first Pride Week in late August, with a week
of events and training. The firm also has a
comprehensive Diversity and Inclusion
strategy with a focus on various diversity
streams including gender, LGBTI, flexible
work practices and cultural diversity.

Maddocks is a member of the Diversity
Council of Australia and Pride in Diversity,
both memberships providing valuable
information and support to assist us in our
areas focus.

This year due to COVID-19 we were not able
to hold our firm wide Harmony Day event.
We encouraged teams to acknowledge
Harmony Day and shared a video that some
of our Sydney team members had put
together on what Harmony Day means to
them.

7

INITIATIVES:

* Employer of Choice for Gender Equality
* Equitable Briefing Commitment

(CommBar/LCA/etc) ® Gender sensitive promotion
and recruitment ® Hosting or leading external programs

® Internal networks or committees ® International
Women's Day ® Male Champions of Change ® Pay Equity
Ambassador e Structured female advancement program

® Training - Gender inclusion

POLICY C@él 37%
- FEMALE

GENDER
EQUIEV PARTNERS LEGAL

INITIATIVES:

* AWEI reporting ® IDAHOT Week @ Internal
networks or committees ® LGBTI Awareness
training ® Pride in Diversity Membership
¢ Training - LGBTIQ awareness
unconscious bias and inclusion ® Wear
it Purple ® World Aids Day

NON-LEGAL
TARGET STAFF STAFF

\%
Q‘o INITIATIVES:
(I @ Black Dog programs

A * Psychological support/EAP

0) ® Mental Health Awareness Week
Q * Mental health first aid training and

support ® Mindfullness and Stress

Management Training ® RUOK programs
o Salary continuance ® Signatory - Minds

\oht WEL s

N INITIATIVES: &

Count TIMF Guidelines Q * Discount health insurance o
® Ergonomics * Fitness and
POLICY wellbeing awareness and promotion
* Flu vaccinations e Fruit boxes
T  Proactive health checks ® Team events
SURVEYS participation ® Work based physical
fitness

POLICY

STAFF
SURVEYS

INITIATIVES: ‘7
o Career break/Sabbaticals c\
o Carer's leave ® Flexible hours of
work e Flexible working comms and
support ® Grandparent's leave,
Maddocks Day - extra Christmas leave
* Job sharing  Part time options
o Purchase Leave ® Return from leave

SUSTAINABILITY PROFILE

AR AR
Maddocks

A
e

® Green Star rated buildings
4-6 star ® National Greenhouse

s and Energy Reporting (NGERs)
11]

compliant reporting ® ECO-Buy
* Earth Hour

B0

IMPROVEMENT MANAGEMENT
TARGET ~ SYSTEM (EMS)

2020 AusLSA

concessions ® Study leave
o Telecommuting tools and systems

 Time in lieu ® Unpaid leave
* \olunteer leave

POLICY

Headcount: 516 (FTE) Floor Area: 11,497m2 @

Maddocks is an independent Australian corporate law firm with offices in Melbourne,

Sydney and Canberra.

SCOPE 12.5t
ONE 1.3%
SCOPE 775t
TWO 79%
SCOPE 195t
THREE 19.8%

983t — 1.9t/employee

CYCL”VC

OFFICES
T A CH

o .
“office avail A
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OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

Maddocks has a comprehensive suite of
policies and procedures that provide clarity
to staff and promote the adoption of
effective decision making processes across
the whole firm.

We have policies which fall into areas such as
business services policies, client policies,
finance policies, information technology
policies and specific governance policies.

Critical amongst the governance policies are
specific policies regarding ethical conduct,
information security, anti-bribery and
delegated authority policies.

Ultimate responsibility for the management
of the firm rests with the partnership.
However, we have Committees, Service
Group Directors and Practice Group Heads
who report to the CEO. The CEO in turn
reports to the Board.

ETURN TO We assist clients across a range of legal issues, with a particular focus on the
PRIMARY  SECONDARY WORK AFTER . B
CARER  CARER  PARENTS education, government, healthcare, infrastructure and technology sectors. We also
" provide a range of specialist expertise, including mergers & acquisitions, equity
capital markets, banking, dispute resolution and litigation, employment and safety,
financial services, franchising and insolvency.

INITIATIVES:
o Charitable Foundation
o Corporate donations
® Internal appeals and
collections  External events
and appeals

We work collaboratively with our clients to build strong, sustainable
relationships - our longest is now more than 100 years old.
INITIATIVES:

® 1/2 day Volunteer leave
® Boards ® Charity events and
appeals ® Host or lead external
events ® Organised volunteering
activities ® Paid volunteer time
for employees

Our culture is based on core values that are promoted and observed
across the firm. These values are Integrity, Stewardship, Collaboration
and working together in promoting the interests of the firm,
Commitment to doing things better through excellence,
change and innovation and Respect for the value of the
individual and diversity.

CODEOF  COMPLAINTS RISK BCP OR
CONDUCT & GRIEVANCE MANAGEMENT ERP
TRAINING ~ MECHANISM PLAN

SUPPLIER
STANDARDS COVER:

QQ * Environmental Impacts “\
)
wn

e Fair Labour Practices
* Gender Equality ® Indigenous '
Inclusion

IOIOMETE

SUSTAINABLE  STANDARDS STANDARDS ~ MODERN ~ NSW STATE ~ FEDERAL

SUPPLY CHAIN  APPLY TO APPLYTO SLAVERY  LEGISLATION = LEGISLATION

MANAGEMENT  EXISTING NEW PROGRAM  PARTICIPATION PARTICIPATION
SUPPLIERS  SUPPLIERS "

Further
information
from AusLSA

The below icons provide limited
information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro

Bono Centre and on individual firm’'s websites.

INITIATIVES:

* NAIDOC Week activities ® National
Reconciliation Week ® Pro bono support
® Reconciliation Action Plan

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

Maddocks seeks to lead by example through the
adoption, implementation and continued
monitoring of environmentally sustainable
practices.

During FY19-20, we continued our journey to help
our people keep sustainability front of mind - both
in the workplace and at home.

In order to progress as a sustainable organisation,
we look for opportunities to:

e Optimise the use of natural resources in our
operations to reduce carbon emissions through
efficiency, reuse and waste reduction

® Maximise sustainable practices in the
procurement of our supplies and services

e Encourage sustainable thinking in our people,
clients and communities.

Our approach is also governed by an
Environmental Policy and Environmental
Management System (EMS), which has been
adopted by the firm.

Staff are encouraged to limit travel wherever
possible so as to reduce carbon emissions.

The firm has embarked on a 'Paper Lite’ project
with the aim of reducing paper consumption.

We take seriously our role as a member of the
communities in which we operate.

We aim to create social and economic benefits for
these communities through pro bono work, the
Maddocks Foundation, our support for various
causes and by the volunteering of our employees’
time and skills. The focus for these programs is in
the areas of homelessness, mental health, welfare,
human rights and education / literacy.

In FY20 total pro bono hours reached 10,776.6,
equating to 33.15 pro bono hours for every full time
lawyer.

Maddocks are also a signatory to the National Pro
Bono Target. In FY19 the Maddocks Foundation
made grants totalling $125,000 to 7 various charities
that support the disadvantaged.

In FY19, the Maddocks Small Grants Program which
provides grants up to $2,000 to support initiatives of
organisations undertaking socially responsible work
in which staff of Maddocks are personally involved
allocated $19,000 to fund 12 projects.

In addition to these initiatives there is an annual
Maddocks Board Scholarship - awarded to a
Maddocks employee to engage in a project directed
towards benefiting the community or a charity.



https://www.maddocks.com.au/maddocks-in-the-community/our-community-impact
http://www.probonocentre.org.au/information-on-pro-bono
https://www.maddocks.com.au/about/maddocks-in-the-community
https://www.maddocks.com.au/about/corporate-social-responsibility/
https://www.maddocks.com.au/
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OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

Our people strategy is aligned with our
purpose of Unlocking Success. Together
with a focus on enhancing the employee
experience.

Our culture is our differentiator, and our
engagement efforts are certainly focused on
celebrating that culture, yet enhancing those
areas that need work.

We know that retaining quality employees is
key to us achieving this, hence our focus on
working hard to keep our employees. Our
strategy sets out the direction for growth
and retention, and gives every employee an
opportunity to get involved and be
challenged.

Our achievements include WGEA Employer

Choice for Women, being the 2019 winner of

the Queensland Law Society Diversity &
Inclusion Large Law Firm and awarded
Queensland Mental Health Achievement
Award for 2016 as well as a finalist in the
Legal Innovation Index Awards in 2017 are
very important to us. They are important
because they tell us to continue the
investment and effort that goes into making
cultural change across organisations and the
broader industry as well as telling us to keep
going.

We continue to have numerous finalists and
winners in the various legal awards across
the industry and extensive recognition in

A

% * Psychological support/EAP ® Mental

INITIATIVES:

® Green Star rated buildings 4-6
star ® Earth Hour

INITIATIVES:

* Employer of Choice for Gender Equality
 Hosting or leading external programs
¢ International Women's Day ® Law Council D & |
Charter ® Male Champions of Change ® Pay Equity
Ambassador ¢ Structured female advancement
program e Training - Gender inclusion

POLICY C@bl 23%
FEMALE

INITIATIVES:

* AWEI reporting ® Hosting or leading external
programs ¢ IDAHOT Week e Internal networks
or committees ¢ Law Council Diversity and
Inclusion Charter ® Legal support ® LGBTI
Awareness training ® Out for Australia
* Pride in Diversity Membership
* Training - LGBTIQ awareness
unconscious bias and inclusion
® Wear it Purple ® World
Aids Day

G®

ENV. ENV.
IMPROVEMENT MANAGEMENT
TARGET ~ SYSTEM (EMS)

N DEV”

EV'T

GENDER GENDER PROFILE
EQUITY  PARTNERS  LEGAL  NON-LEGAL
PUBLISHED v [t LeL tiEG

CERTIFICATION:
* FSC ¢ NCOS

\%
QQ INITIATIVES:
o * Beyond Blue programs
* Black Dog programs

health first aid training and support
® Mental Health Champion/Manager
* RUOK programs e Salary continuance
o Signatory - Minds Count TJMF

’b INITIATIVES:
Guidelines Q * Discount health insurance
® Ergonomics ® Gym

POLICY memberships ® Fitness and
— wellbeing awareness and promotion
- STAFF * Flu vaccinations ® Fruit boxes
SURVEYS ® Massages ® Proactive health checks

® Team events participation ® Work
based physical fitness

POLICY

STAFF
SURVEYS

2020 AusLSA
SUSTAINABILITY PROFILE

- |McCullough

INITIATIVES:

o Career break/Sabbaticals

industry journals and publications.

o Carer's leave ® Child Care «
* Flexible hours of work  Flexible
working comms and support ® Job sharing

* Part time options ® Phased retirement

® Purchase Leave ® Return from leave
concessions ¢ Study leave ® Telecommuting
tools and systems ® Time in lieu ® Unpaid

leave ® Volunteer leave

-

PAID PARENTAL LEAVE JStSmembs

/ PRIMARY ~ SECONDARY WORK AFTER
=

PUBLISHED v ¥z CARER  PARENTAL
LEAVE

=|Robertson

Floor Area: 7,046m2 K

Headcount: 318 (FTE)

POLICY

McCullough Robertson is a leading Australian independent law firm with industry specialists
combining legal expertise with deep industry knowledge and foresight. With offices in
Brisbane, Sydney, Canberra, Newcastle and Melbourne, the firm provides innovative,

relevant and commercial legal solutions to major corporate, government and high net worth

individuals across Australia and internationally.

r
V]
OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

Established in 1926, the firm's major focus areas are the resources and renewables, food
and agribusiness, technology, telecommunications, tourism, infrastructure, real estate,
government and financial services sectors.

We use deep industry knowledge and foresight, combined with technical
excellence, to provide the best possible outcomes for all who work with us. But
there's more to our people than their brilliant minds — it's what they have to
offer outside the boardroom that makes McCullough Robertson truly
special.

We adopt a corporate leadership model with senior management
responsibility resting with the Executive Committee, Managing
Partner (MP) and Business Unit Leaders (BULs). The Executive (four
equity Partners, one of whom is the Chairman) sets the strategic
direction and reviews performance. The BULs are responsible for
day to day management, implementing the strategic plan and
managing financial performance. Industry Groups coordinate our
market facing approach and report to the Executive and MP. Our

We are entrenched in our communities and take great pride in
what can be achieved when you put people first. We are
passionate champions of our business, we

celebrate diversity and we look for
sustainable solutions.

CODEOF  COMPLAINTS RISK BCP OR
CONDUCT & GRIEVANCE MANAGEMENT ERP

Chief Operating Officer (COO) works with the MP, Executive and TRAINING  MECHANISM  PLAN

BULs and is responsible for the Business Support Services functions.

Our committees report to Executive: Further

o Ethics: assess and manage potential conflicts of interest and information
from AusLSA

ethical issues ; .
The below icons provide limited

information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro
Bono Centre and on individual firm’'s websites.

® Risk: monitor claims, complaints, risk management program
outcomes and other risk issues, identify trends, implement
strategies to minimise risk and continuously improve our risk
management systems

AUSTRALIAN
LEGAL SECTOR

ALLIANCE

PROMOTED v/

e Diversity and Inclusion: review and change work practices to
make McCullough Robertson a competitive and desirable
place for all staff and where professionals can develop their
careers

® Innovation: consider, approve, prioritise and drive
implementation of innovation projects and ideas, and

o Legal Environmental Action Forum: develop sustainability policy

and goals to reduce our environmental footprint and raise
environmental awareness.

90O

SCOPE 5.7t
ONE 0.75%
SCOPE 482t
TWO 63%
SCOPE 280t
THREE 37%

768t — 2.4t/employee

% OFFICES C
100%

Al

%
S|

=)
7%
v
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® Office availa®"

INITIATIVES:

® Charitable Foundation
* Corporate donations
¢ Internal appeals and
collections ® Workplace giving
matching ® Workplace giving
programs

INITIATIVES: -

® Boards ® Charity events

and appeals ® Organised
volunteering activities ® Paid
volunteer time for employees

.

INITIATIVES:

* Internship and employment programs
* NAIDOC Week activities ® National
Reconciliation Week ¢ Pro bono support
 Reconciliation Action Plan ¢ Scholarships and
student mentoring

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

McCullough Robertson’s environmental initiatives
are coordinated by an Environmental Committee
made up of the Chief Operating Officer, a Special
Counsel, a Senior Associate, a Lawyer, two
Assistants and an IT representative.

The key responsibilities of the Environmental
Committee are:

e providing prioritisation and recommended
next steps for ideas to be worked on by
environmental teams

e endorsing processes to be followed by each
environmental team to investigate, analyse
and implement ideas

e determining information requirements for
each type of idea e.g. investment budget,
business case determinants, risks and internal
and external resources

e establishing metrics to track progress by
Environmental Teams and the Environmental
Program overall; and

e oversight of appropriate communications and
engagement activities to ensure all staff are
kept informed and involved.

Our strategy includes pro bono work, Partner and staff donations and
scholarships through the McCullough Robertson Foundation,
sponsorships, staff community activities, fundraising and volunteering.

Our areas cover:

Access to justice

Health and mental health

Indigenous education and capacity building
Rural and remote communities and their activities
Community arts

Promoting philanthropy and corporate giving;
Diversity and inclusion.

Examples of our programs and activities include supporting new and
start-up nonprofit and community based entities, governance and
training for new and existing organisations and mentoring and
supporting Indigenous organisations and programs. We also
encourage our lawyers to take up board roles with community
organisations.

We have signed up to Pro Bono Australia’s Aspirational Target
because the vision matched our own.

Our activities include:

establishing charitable entities

corresponding tax concession

endorsement advice

employment relations

intellectual property

privacy, and

property.

As a founding member of the Queensland Public Interest Law Clearing
House (now known as LawRight), we accept pro bono matters referred
through a number of its clinics, and also support JusticeConnect and
the Fair Work Commission Workplace Advice Service.

We have established a number of long-term partnerships with
community organisations, which provide our staff with opportunities
to get involved in tangible ways.



http://www.mccullough.com.au/page/Community
https://www.mccullough.com.au/2019/08/20/innovate-reconciliation-action-plan/
https://www.mccullough.com.au/our-dna/
http://www.probonocentre.org.au/information-on-pro-bono
http://www.mccullough.com.au/
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OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

At Norton Rose Fulbright we value diversity
and the value diverse teams bring to our
clients. We strive to create an inclusive
culture where our people have a sense of
belonging and can bring their whole selves
to work.

Our Diversity and Inclusion strategy covers
key focus areas including cultural diversity,
people with caring responsibilities, gender
diversity, disability and LGBTIQ+ Inclusion.

In 2020, 33% of our partners are female and
we have a strong pipeline with over 60%
female senior lawyers.

Year on year we are awarded with the WGEA
Employer of Choice for Gender Equality
citation and from 2016 we have been named
a silver employer in the Australian Workplace
Equality Index (AWEI) for LGBTIQ+
inclusion.

We have clear targets in place and are
committed to offering a range of diversity
and inclusion programs including
unconscious bias, career strategies for senior
women. In addition we have comprehensive
mental health and wellbeing policies, over
70 trained Mental Health First Aid Officers
and world class learning and development
opportunities all designed to support the
individual needs of our people.

Our mental health, wellbeing and resilience
programs and services are extensive,
integrated and evidence based.

oz * Psychological support/EAP

N2 * Agile working e Carer's
Q leave e Flexible hours of work
e Job sharing ® Purchase Leave
 Return from leave concessions
® Study leave ® Telecommuting tools
and systems ® Time in lieu ® Unpaid
leave

'NORTON ROSE FULBRIGHT

INITIATIVES:

® Green Star rated buildings
4-6 star ¢ Earth Hour ® World
Environment Day ® NABERS Rating

0 6

ENV.
IMPROVEMENT MANAGEMENT
TARGET ~ SYSTEM (EMS)

PUBLISHED v/
INITIATIVES:

* AWEI reporting ® Hosting or leading external
programs ® IDAHOT Week ® Internal networks
or committees ® Law Council Diversity and
Inclusion Charter ® LGBTI Awareness training
* Mardi Gras, Mid Summa and InterFirm
events ® Pride in Diversity Membership
* Training - LGBTIQ awareness
unconscious bias and inclusion

® Wear it PurBI§y° World Aids POLICY @ 33%
— FEMALE
@

CA GENDER GENDER PROFILE
VOG\ L W$ EQUTY  PARTNERS  LEGAL  NON-LEGAL
o INITIATIVES: ((

YT

INITIATIVES:

¢ Employer of Choice for Gender Equality
* Equitable Briefing Commitment
(CommBar/LCA/etc)® Gender Pay Gap Analysis
* Internal networks or committees ® International
Women's Day ® Pay Equity Ambassador ® Structured
female advancement program e Training - Gender
inclusion

PUBLISHED v TARGET STAFF STAFF

* Hosting or leading external «/
programs ® Mental Health Awareness $

Week ® Mental health first aid training and
support ® Mental Health Champion/Manager
* Mindfullness and Stress Management
Training ® Resilience at Law participation ®
RUOK programs e Signatory - Minds Count
TJMF Guidelines

INITIATIVES:

POLICY ® Ergonomics ® Flu
vaccinations ® Parents room

- ® Proactive health checks ® Work

STAFF based physical fitness

SURVEYS
POLICY

STAFF
SURVEYS

2020 AusLSA
SUSTAINABILITY PROFILE

&

INITIATIVES:

NORTON ROSE FULBRIGHT

Headcount: 888 (FTE) Floor Area: 25,524m2 @

Norton Rose Fulbright is a global law firm. We provide the world's preeminent corporations and

financial institutions with a full business law service. We have more than 3,700 lawyers and other
legal staff based in Europe, the United States, Canada, Latin America, Asia, Australia, the Middle
East and Africa.

POLICY

PAID PARENTAL LEAVE RN TO
PRIMARY  SECONDARY WORK AFTER
CARER CARER PARENTAL

LEAVE

P
r
V]

OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

NRFA's General Counsel and Compliance
team is led by the firm's Head of Risk and
General Counsel.

The General Counsel and Compliance team
is responsible for all risk management
matters, including ethical reporting, supply
chain and compliance with legal professional
obligations.

A Risk Committee meets quarterly to
consider key risks facing the firm and identify
risk improvement measures. The Committee
comprises the firm's managing partner, chief
financial officer, senior members of the
General Counsel and Compliance team and
senior managers.

Ongoing training in the areas of ethics, risk
management and professional conduct is
conducted by the General Counsel and
Compliance team, both in person and
through e-learning modules.

Recognised for our industry focus, we are strong across all the key industry sectors including
financial institutions, energy, infrastructure, mining and commodities, transport, technology and
innovation and life sciences and healthcare. Through our global risk advisory group, we leverage
our industry experience with our knowledge of legal, regulatory, compliance and governance
issues to provide our clients with practical solutions to the legal and regulatory risks facing
their businesses.

Wherever we are, we operate in accordance with our global business principles of
quality, unity and integrity. We aim to provide the highest possible standard of legal
service in each of our offices and to maintain that level of quality at every point

of contact.
Corporate Social Responsibility (CSR) is a vital part of our culture and
community spirit and our responsibility as a corporate citizen. In
Australia, our CSR strategy covers pro bono legal
assistance, reconciliation, environmental
sustainability, volunteering and
charitable giving.

CODEOF  COMPLAINTS RISK BCP OR
CONDUCT & GRIEVANCE MANAGEMENT ERP
TRAINING ~ MECHANISM PLAN

Further
information
from AusLSA

The below icon provides limited
information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro
Bono Centre and on individual firm’'s websites.

SUPPLIER O&

A
sV STANDARDS COVER:
Iy

 Environmental Impacts

D ® Fair Labour Practices ®
Gender Equality ® Human Rights

(7,] * Indigenous Inclusion ® Anti-Bribery

and Corruption ® Information Security

&%)

SUSTAINABLE  STANDARDS STANDARDS ~ MODERN FEDERAL

SUPPLY CHAIN - APPLY TO APPLYTO SLAVERY  LEGISLATION

MANAGEMENT  EXISTING NEW PROGRAI PATION
SUPPLIERS  SUPPLIERS

AUSTRALIAN
LEGAL SECTOR

ALLIANCE

SCOPE
ONE

1,711t

2,629t — 3.0t/employee

CYCL”VC

OFFICES

A2

%

ffice avai\a‘d‘\‘\“

INITIATIVES:

e Corporate donations
 External events and
appeals ® Internal appeals

and collections

INITIATIVES:
* Blood donations
® Boards  Charity events and
appeals ® General Community
Volunteering ® Organised
volunteering activities

INITIATIVES:

o Cultural awareness training
* Indigenous Arts Exhibition ® Jawun
Partnership ¢ Internship and employment
programs ¢ NAIDOC Week activities
 National Reconciliation Week ¢ Pro bono
support ® Reconciliation Action Plan
e Scholarships and student mentoring

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

Norton Rose Fulbright is committed to sustainable
practices that have a positive effect on our
environment.

In March 2020, we launched our new Environmental
Management System benchmarked against ISO
14001:2016 and in 2018 we adopted a global
Supplier Charter which, among other things,
confirms our commitment to sustainable practice
both in Australia and globally.

Our Environmental Sustainability Working Group
meets regularly to manage our environmental
footprint and works to raise awareness of
environmental issues, facilitate staff involvement in
activities designed to help protect our environment
and to ensure that we meet the green footprint
expectations of our community, the legal sector
and our clients.

On a global level, in 2018/2019, in line with SDG 2,
our Global Charitable Initiative focused on
reducing food waste and alleviating hunger. Offices
in Australia and globally worked together to
implement new sustainable food waste processes
throughout our supply chain.

Our 2019/20 Global Charitable Initiative theme is
‘Building Sustainable Communities’ through which
our people globally will unite in improving our
sustainability governance and implement local
sustainability initiatives that educate, raise
awareness of and engage our people in sustainable
practices both within our business and at home.
Norton Rose Fulbright is a founding member of
AusLSA.

Norton Rose Fulbright recognises that as corporate
citizens, we have a responsibility to use our skills,
knowledge and resources to assist those in need in
our local and global communities.

Our CSR program encompasses pro bono legal
assistance, environmental sustainability,
reconciliation, volunteering and charitable giving.
We strive to champion human rights and
environmental sustainability, empower Indigenous
Peoples and communities, grow and support our
younger generations, support vulnerable and
disadvantaged people and campaign for and
support the disability and mental health sectors.

We support our people to use their vast cross-
disciplinary expertise to provide pro bono legal
support to those in need in our community including
Indigenous Australians, refugees and asylum
seekers, people impacted by homelessness, people
struggling with mental health issues and victim-
survivors of domestic and family violence. We also
support LGBTI organizations and charities
advocating for sustainable practices and our older
population. We are passionate about Reconciliation
and will launch our third Reconciliation Action Plan in
2020.

We take a strategic approach to reducing our
environmental impact and strive to adopt sustainable
practices across all aspects of our business. In March
2020 we launched our new Environmental
Management System which will guide our
sustainability governance going forward.



https://www.nortonrosefulbright.com/en-au/about/diversity-and-inclusion
http://www.nortonrosefulbright.com/suppliers/supplier-charter/
https://www.nortonrosefulbright.com/en/about/our-firm/norton-rose-fulbright-governance-structure
https://www.nortonrosefulbright.com/en-au/about/corporate-responsibility
https://www.nortonrosefulbright.com/en-au/about/corporate-responsibility/sustainable-practice
http://www.probonocentre.org.au/information-on-pro-bono
http://www.nortonrosefulbright.com/au/
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OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

We place a high value on the well-being of
our people.

Our Managing Partner is on the board of the
Minds Count Foundation and our firm is a
regular supporter by monthly donation.

We have partnered with AccessEAP to
provide an employee assistance program
with 24 hours seven days a week access for
our people and their families.

We have a range of learning and
development initiatives as well as a wellness
program that focuses on mental health and
well-being.

We have also implemented Well being
Champions along side our Wellness
Committee We are a signatory to the Law
Council’s Diversity and Equality Charter.

AS,v
(%]
53% of our partners are females and we Q
demonstrate a disproportionately high
female leadership team. This is something
that our firm is extremely proud of because
this has happened organically, without any
set targets for diversity .

We have a high number of part-time
employees, both female and male and we
have embraced flexible working across all
levels of the firm.

Q‘O\' INITIATIVES:

Champion/Manager ® RUOK programs
* Salary continuance ® Signatory - Minds

<t

~
Q e Carer's leave ® Flexible 6\

veveer . | SWAAB

POLICY

INITIATIVES:

INITIATIVES: * Earth Hour SCOPE 0.34t
INITIATIVES: * International Women's Day ONE 0.28%
 Law Council Diversity ® Equality Charter
84%
FEMALE
SCOPE 108t
PARTNERS ~ LEGAL  NON-LEGAL TWO 87%
STAFF STAFF
SCOPE 15.0t
THREE 12.2%

* Beyond Blue programs
® Black Dog programs
* Psychological support/EAP
* Mental Health Awareness Week
® Mental health first aid training and
support ® Mental Health

123t — 1.9t/employee

INITIATIVES:

Count TJMF Guidelines * Ergonomics ® Gym
memberships ¢ Flu vaccinations
o Fruit boxes ® Team events

POLICY
- participation ® Work based physical

% OFFICES G
100%

il

2020 AusLSA
SUSTAINABILITY PROFILE

Swaab

Floor Area: 2,261m2 K

fitness
STAFF

SURVEYS POLICY

STAFF
SURVEYS

®\F
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INITIATIVES: ‘70

Offj, 2N
hours of work ¢ Phased ice availal

retirement ® Purchase Leave
 Telecommuting tools and systems
* Time in lieu ® Unpaid leave

PAID PARENTAL LEAVE eyt <

PRIMARY  SECONDARY WORK AFTER
CARER CARER PARENTAL
LEAVE

Headcount: 64 (FTE)

Swaab is a multi-award winning, mid-sized commercial law firm offering legal
services across a number of core practice areas and industry groups. With 13

partners we have been helping our clients’ businesses grow for over 30 years.
INITIATIVES:

r
V]
OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

Swaab has introduced a formal policy on sustainability.
The five pillars of the firm’s sustainability initiative are
people, community, environmental, pro bono and
supply chain.

At Swaab, sustainability is regarded as an integral part
of our business management practice. We have a
sustainability committee comprised of partners and
staff who take responsibility for each pillar of the
sustainability initiative. The sustainability committee
have been successful this year in establishing a
firm-wide response to sustainability.

Projects include indigenous internship program,
increased community engagement through corporate
citizen, developing a paper lite-program, moving to
carbon neutral paper, engaging with suppliers
regarding CSR as part of our procurement process,
recycling drives, setting a formal pro bono budget
and strengthening our relationship with Lifeline and
Minds Count.

We are a signatory to the Law Council’s Diversity and
Equity Charter. The sustainability committee has been
successful in keeping sustainability on the partnership
and management's agenda on a regular basis.

We have strong capabilities in the areas of commercial and corporate law and our
large private client practice provides family law, estate planning and other high
net worths personal services.

e Corporate donations
* Workplace giving
matching

In recent years, we have been recognised for both our excellent client service
and our exceptional work environment.

We also have a number of international clients for whom we act as

K . . . INITIATIVES:
attorneys and agents to assist them with their introduction to
X . 4 * Boards
Australia’s business landscape and the development of their ,;

business in Australia.

CODEOF  COMPLAINTS RISK BCP OR
CONDUCT & GRIEVANCE MANAGEMENT ERP
TRAINING ~ MECHANISM PLAN

Further
information
from AusLSA

The below icons provide limited
information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro
Bono Centre and on individual firm’'s websites.

INITIATIVES:
* Internship and employment programs

AUSTRALIAN
LEGAL SECTOR

ALLIANCE

PROMOTED v/

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

We are committed to our green initiatives, both
simple and complex, which include stationary
recycling drives, waste recycling, reducing power
usage through such initiatives as lighting reductions
and introduced utilities such as follow me print to
avoid unnecessary printing.

We are currently developing a paper-lite program
to encourage everyone to reduce paper use.

We have a formal sustainability charter which
includes focus on pro bono and community
engagement.

We have a structured alliance with the Minds
Count Foundation and Lifeline for whom we do
pro bono work.

We are working towards formalising and better
streamlining our sustainability charter across the
firm with respect to pro bono and community
focused activities so that we have an internal
formal strategy and focus.

We take on work experience students and a
number of our partners have built relationships
through University alumni to support law students
as they progress through their university journey.

We actively encourage involvement in the not for
profit sector, providing support and resources
when requested by employees around
organisations about which they are passionate.

We partner with Corporate Citizen for our
workplace giving program.

We hold a number of fundraising events
throughout the year and any money raised during
firm activities is matched by Partners.



http://www.probonocentre.org.au/information-on-pro-bono
http://www.swaab.com.au/
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MEMBER LOGO

POLICY

—

PUBLISHED v/

REPORT

CSR/ENVV

PROMOTED v/

Firm operates in accordance with a formally
approved and managed policy

Firm operates in accordance with a formally
approved and managed policy which is made
available to the public

Firm operates in accordance with a formally
approved and managed policy

Firm provides a link on their website to the
AusLSA Sustainability Insight Report

Firm has a Sustainable Supply Chain
Management program

Firm’s supplier standards are applied to existing
suppliers

Firm's supplier standards are applied to
new suppliers

Firm has a formal program to manage the
risks of Modern Slavery in procurement

Firm operates in accordance with a formally
approved and managed policy

Firm is a signatory to the Australian Pro Bono
Centre Aspirational Target

Firm active supports employees and partners
participating in community organisations

Carbon emissions from cars as a percentage of
gross emissions

Carbon emissions from natural gas as a
percentage of gross emissions

Carbon emissions from refrigerants as a
percentage of gross emissions

Carbon emissions from use of electricity as a
percentage of gross emissions and per square
metre

Carbon emissions from renewable energy as a
percentage of gross emissions and per square
metre

Carbon emissions from flights as a percentage
of gross emissions and per employee

Carbon emissions from taxis and hire cars
as a percentage of gross emissions and per
employee

Carbon offsets purchased as a percentage of
gross emissions

Renewable energy purchased as a percentage
of gross emissions

Total paper used (tonnes) and per employee

1S0 14001

Firm has gender equality targets

Staff surveys assess and communicate physical
and psychological well-being

Firm participates in Federal legislation

Firm participates in NSW state legislation

Firm provides code of conduct training

Firm has documented complaints and grievance
mechanisms

Firm has a regularly reviewed risk management
plan

Firm has a formal Business Continuity Plan

Firm coordinates and supports employee non-
legal volunteering

Firm operates in accordance with disability
standards

Firm has a Reconciliation Action Plan
— Level indicated

Percentage of paper recycled

Percentage of offices with paper and cardboard
recycling

Percentage of offices with recycling of
comingled waste

Percentage of offices with facilities for organic
waste disposal

Percentage of offices with e-waste facilities

Firm sets and monitors environmental targets

Firm has an Environmental Management
System

AusLSA
Environmental Management System

ISO 14001
Environmental Management System
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OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

INITIATIVES: 4
® Green Star rated buildings

4-6 star ® National Greenhouse g
P
]

At Allen & Overy we recognise that people
are different - visibly different through age,
gender, ethnicity and physical appearance,
and in underlying ways such as, education,
religion, nationality, social background and
sexual orientation.

and Energy Reporting (NGERs)
z compliant reporting ® Earth Hour

ElCA0k

INITIATIVES:

¢ International Women's Day ® Gender sensitive
promotion and recruitment ® Hosting or leading
external programs ® Internal networks or committees
¢ Law Council D & | Charter ® NSW Law Society
Charter e Structured female advancement program
* Training - Gender inclusion

INITIATIVES:

* AWEI reporting ® IDAHOT Week ® Internal
networks or committees ® Stonewall top
Global Employer ® LGBTI Awareness
training ® Out for Australia ® Pride in
Diversity Membership ® Training -

We aim to recruit the most talented and
ambitious people, irrespective of these
differences. It doesn't matter where people

have come from or what their background is: IO M POLICY

. . . bias and inclusion ® Wear it
we look for their skills, experience and Purple —
potential. In return we provide an =@ o

EQuITY PARTNERS LEGAL
PUBLISHED v TARGET STAFF

1SO 14001
ENV. ENV. EMS
IMPROVEMENT MANAGEMENT CERTIFICATION
TARGET SYSTEM (EMS)

environment where they can achieve their
full potential and make a valuable
contribution.

NON-LEGAL
STAFF

CERTIFICATION:

It is the diversity of our people that drive the * NCOS o FSC

culture of our firm and are crucial for our
continued financial success.

A * Psychological support / EAP «
* Mental Health Awareness Week %
(%] * Mental health first aid training and
Q support ® Mental Health Champion/ 0
Manager ® RUOK programs  Salary
continuance

INITIATIVES:

* Discount health insurance
* Ergonomics ® Fitness and
wellbeing awareness and
promotion ® Flu vaccinations  Fruit
boxes ® Massages ¢ Proactive health
checks ® Work based physical fitness

2020 AusLSA
SUSTAINABILITY PROFILE

\E WOR/(
Q:‘)% INITIATIVES: p(q

v~ Career break /Sabbaticals c\
Q o Carer's leave ® Child Care
o Flexible hours of work e Flexible
working comms and support ® Job
sharing  Part time options ® Phased
retirement ® Purchase Leave ® Religious
and Ceremonial Leave ® Return from
leave budget allowances ® Study
leave ® Telecommuting tools and
systems ® Time in lieu ® Unpaid
leave e Volunteer leave

oo

PAID PARENTAL LEAVE JSSSyeeES

POLICY

ALLEN & OVERY

Headcount: 206 (FTE) Floor Area: 4,492m2 @

ALLEN & OVERY is one of the elite global law firms with 44 offices in 31 countries and over
5,400 staff worldwide. As a global business, we recognise that we need to rise to the

challenges and opportunities of environmental sustainability by continually improving our
environmental performance. Our initiatives are shared across our international offices. All of
them are underpinned by our ISO14001 and ISO 50001 certified environmental and energy
management system, and our executive membership of the Legal Sustainability Alliance,
a collective effort by law firms in the UK and our membership of AusLSA, to take action
to improve the environmental sustainability of their operations and activities.

POLICY

Y =
£ PRIMARY ~ SECONDARY WORK AFTER

PUBLISHED v oz CARER  PARENTAL
LEAVE

r
V]
OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

Our objectives are organised around four core themes:
e Risk Management ® Supporting the business ® Awareness and initiatives
® Energy.

We have set objectives in each of these areas. To meet them we work
closely with our service partners, clients and external stakeholders.
Most importantly, we do all we can to harness our
employees’ enthusiasm about making a difference to
the world around them.

As a legal practice subject to the rules of the SRA, Allen &
Overy LLP is subject to strict duties of confidentiality with
regard to client information which we regard as fundamental
to our profession and practice and which goes to the heart
of our representation of our clients.

We have put in place processes which seek to protect the

exchange of confidential information between us and our T S e T
clients. All new employees receive compliance awareness TRANING  MECHANISM ~ PLAN
training, which includes data protection. Our data protection

policy is posted on our intranet site and forms part of our

employees’ terms and conditions of employment.

CODEOF  COMPLAINTS RISK

Further
information
from AusLSA

The below icons provide limited
information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro
Bono Centre and on individual firm’'s websites.

oY SUPPLIER
QV STANDARDS COVER:
Q
)
w0

We also have an in-house legal team who handle queries

® Human Rights

® Environmental Impacts z

* Gender Equality ® Indigenous
Inclusion

SUSTAINABLE  STANDARDS STANDARDS ~ MODERN

SUPPLY CHAIN  APPLY TO APPLYTO SLAVERY

MANAGEMENT  EXISTING NEW PROGRAM
SUPPLIERS  SUPPLIERS

legislation. We hold professional indemnity cover,
public liability, product liability and employers’ liability
insurance policies.

We employ lawyers who are qualified in more than 30
different countries. It is our policy that each of our
lawyers, and Allen & Overy itself, should comply with
the relevant professional obligations, including those in
relation to conflicts, to which they are respectively subject.
We have adopted procedures to identify and, where
relevant, deal with potential legal, professional and
commercial conflicts.

& ()

SCOPE 0.79t
ONE 0.05%
SCOPE 321t
TWO 19.4%
SCOPE 1,330t
THREE 80%

1,652t — 8.0t/employee

CYCL”VC

OFFICES

A2

INITIATIVES:
* Corporate donations
e External charity events
and appeals ® Workplace
giving matching ® Workplace
giving programs

INITIATIVES:
¢ General Community
Volunteering ® Paid
volunteer time for employees
* Student tutoring and
mentoring

y

INITIATIVES:

e Career Tracker intern program
o Cultural awareness training
* Internship and employment programs
* NAIDOC Week activities

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

We recognise that, as a global business, we need
to rise to the challenges and opportunities of
environmental sustainability by continually
improving our environmental performance.

We measure and report our performance across
our global network of offices. This is underpinned
by our UK 1SO14001 and ISO 50001 certified
environmental and energy management system,
and our membership of the UK and Australian
Legal Sustainability Alliances, a collective effort by
law firms to take action to improve the
environmental sustainability of their operations and
activities.

Allen & Overy's pro bono and community
investment programme uses the skills and time of
our people to tackle pressing social issues. We
organise our volunteering work around two major
themes — access to justice and access to education
and employment.

We bring together our resources and experience
on multi-jurisdictional projects, as well as
addressing the need in local communities.

As a member of Justice Connect, we regularly assist
on matters referred through this service. In Western
Australia, we are a stakeholder in the Law Access
advisory committee overseeing the clearing-house,
a system designed to help people obtain pro bono
legal assistance in areas of law where there is
limited or no assistance. We also regularly assist on
matters referred to us through Law Access.

Our community and volunteering initiatives include
relationships with Wayside Chapel, The Salvation
Army Beacon Centre, a support and
accommodation facility for the homeless and Lady
Lawley Cottage (Australian Red Cross), a residential
respite care service for children with disabilities.

We also support the community through
participation in the Australian Business and
Community Network (ABCN) mentoring program
and various other activities selected by staff.



http://www.allenovery.com/corporate-responsibility/diversity-inclusion/Pages/Creating-a-better-gender-balance.aspx
http://www.probonocentre.org.au/information-on-pro-bono
http://www.allenovery.com/locations/asia-pacific/australia/en-gb/Pages/default.aspx

I ~—
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2020 |vevsir | ALLENS

OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

\y
@‘?F\ GROSS
OQ‘ 3,846t — 2.8t/employee

Allens has a long-held commitment to a
diverse and inclusive workforce, where we
value the contribution that people from

o CitySwitch Green Office
® Earth Hour ® World

& 2
° ’ - INITIATIVES: AN Environment Day ¢ Allens' m
different backgrounds and life experience : = Australian offices are certified carbon 2z SCOPE 20.8t
bring to our firm. INITIATIVES: ¢ Employer of Choice for Gender Equity w neutral through the Australian ONE 0.54%
. . . . * AWEI reporting (Bronze) ¢ Hosting or leading * Equitable Briefing Commitment (CommBar/L- Government's Climate Active Carbon =i
Our Inclusion and DIVeI’SIty Council is externlal PVngimS * DAHOT Week CA/etc) ® Internal networks or committees Neutral Program. Firm-wide
H H * Internal networks or committees ® Law : i . o s a
chaired by our Managing Partner and Cawnell Bty el e veom @ ieria ‘CLntretrna.tlsr’lflv\\;\/omenlsEDay ® Law CotuPnQI D|& | Sustainability Committees. SCOPE 1735t
oversees Allens’ inclusion and diversity * Legal support » LGBT| Awareness training arter omens =mpowerment Frinciples POLICY -~ 59
d * Pride in Diversity Membership ® RARE signatory \ A = WO 45%
strategy and progress. contextual recruitment system POLICY ‘. W
Our career model, policies and initiatives, O el Feumekiie 59% e
. A - Partnership ¢ Wear it FEMALE ENV. ENV, EMS
including our approach to flexibility and Purple ) A A UETEIERY "FFOMEHENT NAVGEMENT GERTFCATON SCOPE 2,091t
Women at Allens Program, have all been L] GENDER THREE 54%

EQUITY PARTNERS LEGAL NON-LEGAL
PUBLISHED v/ [T s

developed with an emphasis on the FF STAFF

engagement, career and professional
development and promotion of all our
employees. Flexibility is a key priority for us (&)
and we encourage flexible work practices for
all of our people.

Our LGBTI network, ALLin, provides
opportunities for members to build
relationships with each other, clients and the
community through events and pro bono
legal assistance on matters of interest to the
LGBTI community.

OG\CAL W
Q‘O\' INITIATIVES: 6((

* Beyond Blue programs

CARBON
OFFSETS &
* Psychological support / EAP RENEWABLES

A * Delta Therapy Dogs ® Hosting or %
[
Q o

leading external programs ® Mental
health first aid training and support
® Mindfullness and Stress Management
Training ® Resilience at Law
participation ® RUOK programs

AL WEL,
A 66~
L?" INTIATIVES: 2,
Q‘b ¢ Committee ® Discount o
Salary continuance ® Signatory - health insurance ® Ergonomics
Minds Count TJMF Guidelines * Gym memberships ® Fitness and

wellbeing awareness and promotion
POLICY ® Flu vaccinations ® Fruit boxes
- * Proactive health checks ® Team events

e participation ® Work based physical
SURVEYS fitness

POLICY

STAFF
SURVEYS

cY CL’/V
OFFICES C
100%

il

A2

2020 AusLSA
SUSTAINABILITY PROFILE

We were named by the Workplace Gender
Equality Agency as a 2019-2020 Employer of
Choice for Gender Equality (the fifteenth
consecutive time we have been awarded this
citation) and were recognised as a Bronze
Employer for LGBT! inclusion in the Pride in
Diversity 2020 Australian Workplace Equality
Index.

\E WOR
Q"’\g INITIATIVES:Irp<‘7
"% (9

o Career break/Sabbaticals
Q o Carer's leave ® Child Care
o Flexible hours of work e Flexible
working comms and support ® Job
sharing ® Part time options ® Purchase
Leave o Religious and Ceremonial
Leave ® Return from leave concessions
e Study leave ® Telecommuting tools
and systems ® Time in lieu ® Unpaid
leave

(=, m
T A CH

%

Allens » < Linklaters

Headcount: 1,380 (FTE) Floor Area: 24,809m2 @

Office availa®™

We have set a target of at least 35% female
partners by 2022.

/ POLICY Allens is a leading international law firm offering clients a global network of 40 offices /
in 28 locations through our global alliance with Linklaters.
— PAID PARENTAL LEAVE A 9 ¥ / . x J | —
’ L P Seconp VZ%R%%E%’R We are privileged to hold some of the world's longest ongoing client relationships, INITIATIVES:

stretching back more than 170 years, and we're committed to bringing our talent,
expertise and insights to continue solving their toughest problems and creating
ways forward to help them thrive.

e Corporate
donations ¢ External
charity events and appeals
* Internal appeals and
collections ® Workplace
giving matching ® Partners'
Giving Circle ® Workplace
giving programs
INITIATIVES: AN
® General Community \
Volunteering ® Organised N
volunteering activities
® Secondments to NGOs
o Skilled volunteering ® Student
tutoring and mentoring

From playing a pioneering role in the development of legislation and regulatory
frameworks in the Asia region, to acting on numerous 'firsts’ across a range of
industry sectors and community issues, it is in our DNA to make a difference
and help shape what our world looks like.

OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS: ) e : ;
Allens was the first organisation in Australia to become a signatory

to the United Nations Global Compact and we have a strong
commitment to upholding the principles of the Compact,
and to responsible corporate citizenship.

Allens maintains the highest ethical standards and takes a zero
tolerance approach to discrimination, harassment and bullying
in the workplace. Our Equal Employment Opportunity,
Bullying and Harassment Policy is supported by a Grievance
Policy and access to a free, independent and confidential
counselling service for all staff and their immediate family
members.

CODEOF  COMPLAINTS RISK BCP OR

) . . . . CONDUCT  &GRIEVANCE MANAGEMENT  ERP
The firm has an Anti-Corruption Policy and a Fraud Prevention TRANING  MECHANISM  PLAN

Policy. The firm’s Office of General Counsel also provides
guidance and training to staff.

When purchasing goods and services, Allens takes into
account the environmental, social and ethical credentials of

suppliers and encourages our suppliers to adopt practices to
minimise their impacts.

INITIATIVES:
 Affirmative procurement
programs e Cultural awareness

training ® Internship and employment

programs ® NAIDOC Week activities
 National Reconciliation Week ¢ Non Legal
volunteering and secondments ® Pro bono

support ® Reconciliation Action Plan

® Scholarships and student mentoring

Further
information
from AusLSA

The below icons provide limited
information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro
Bono Centre and on individual firm’'s websites.

SUPPLIER O&

STANDARDS COVER:

* Community Development
® Environmental Impacts  Fair
Labour Practices ® Gender
Equality ® Human Rights ®
Indigenous Inclusion ® UN Global
compact and SDGs

(%)) (Y@

SUSTAINABLE  STANDARDS STANDARDS MODERN NSW STATE  FEDERAL

SUPPLY CHAIN  APPLY TO APPLYTO SLAVERY  LEGISLATION LEGISLATION
. . . Lo MANAGEMENT  EXISTING NEW PROGRAM  PARTICIPATION PARTICIPATION
The firm also has an Equal Opportunity Barrister Briefing SUPPLIERS  SUPPLIERS

Policy to encourage briefing practices that promote gender
equality in the legal profession.

We promote supplier diversity and economic inclusion by
identifying opportunities to support and work with
Suppliers owned by underrepresented groups and we
were the first law firm to join Social Traders to build our
procurement spend with social enterprises. Through our
RAP, and as a member of Supply Nation, Allens also
supports and seeks to engage new Aboriginal and

Torres Strait Islander suppliers.

2
8 2
v =

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

Allens has a longstanding commitment to
sustainability that is inspired and driven by a
network of Sustainability Committees, made up of
partners and staff.

Allens has been certified as carbon neutral under
the Australian Government’s Carbon Neutral
Program (for our Australian offices) since December
2014. We also maintain an AEMS-certified
Environmental Management System.

This year, our continued efforts to reduce our
energy use, greenhouse gas emissions and paper
use have included recycling and waste reduction
campaigns and upgrading our document
management system to promote electronic filing
practices.

Through our Sustainability Committees, we also
participated in events such as Earth Hour, World
Environment Day, National Plant-a-Tree Day and
Ride2Work Day, and organised campaigns to
promote awareness of environmental issues and
encourage the adoption of environmentally
responsible practices.

Allens’ Community Engagement Program includes
our pro bono practice, Reconciliation Action Plan,
sustainability work and philanthropy. Across our
Program, our people contribute their expertise and
professional skills to improve access to justice,
alleviate disadvantage, advance reconciliation and
promote sustainability.

Our proud history of leadership in pro bono and
community work has seen us lead the way on
constitutional recognition, carbon neutrality and
refugee rights. We are proud to work with many
inspiring organisations to make a difference in our
community.

Our Program is overseen by a Community
Engagement Board and managed by a dedicated
team. Our pro bono practice is an integral part of
Allen’s legal work.

We give free legal assistance to disadvantaged
individuals and a range of NGOs to promote
access to justice and protect human rights. We aim
for an average of at least 50 hours pro bono work
per lawyer each year. Allens funds charitable
projects that make a real impact and encourages
staff involvement with community including through
our matched funding program and volunteering.

We've had a Reconciliation Action Plan in place for
over 10 years. Through RAP initiatives, Allens
creates employment opportunities, builds capacity
through staff secondments and supports access to
education.


https://www.allens.com.au/comm/index.htm

https://www.allens.com.au/globalassets/pdfs/about/rap_2018-2021-formalendorsement.pdf
http://www.environment.gov.au/climate-change/government/carbon-neutral/certified-businesses/allens
https://www.allens.com.au/impact/index.html
http://www.probonocentre.org.au/information-on-pro-bono
https://www.allens.com.au/

2020 |vevsir | ASHURST

OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

Ashurst is committed to being an
outstanding employer of choice for all of our
people.

As a global elite firm we are committed to
being the best advisor to our clients and to
providing a diverse and inclusive workplace
that concentrates on development,
innovation, and flexibility. We are focused on
developing a high performance culture and
a distinguished people and client
experience to attract, develop and retain the
best talent in our industry.

In the current Covid-19 environment we have
been able to quickly adapt to increased
remote working and envisage that this will
be a sustained way of working for us into the
future to support our people and the
communities that we operate in.

QV

* Beyond Blue programs
* Black Dog programs «
 Psychological support/EAP ”,
® Hosting or leading external programs $
* Mental Health Awareness Week ® Mental
health first aid training and support 0
* Mental Health Champion/Manager
¢ Mindfullness and Stress Management
Training ® Resilience at Law participation
* RUOK programs ® Salary continuance
* Signatory - Minds Count TIMF

POLICY

e Career break/Sabbaticals c\
e Carer's leave ® Child Care
® Flexible hours of work ® Flexible
working comms and support ¢ Job
sharing  Part time options ¢ Purchase
Leave ¢ Religious and Ceremonial
Leave ® Study leave ® Telecommuting
tools and systems  Time in lieu
® Unpaid leave ® Volunteer leave

POLICY

A
V]
OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

Ashurst aims to show leadership in the legal sector by
working with clients and suppliers to positively influence
their mutual social, ethical and environmental
performance.

Governance is a fundamental priority for legal service
providers, and is core to all of the firm’s activities.

It is important to Ashurst in its goal to be the most
progressive law firm and to ensure we meet client
expectations. This approach is not only embedded in
our day to day operations, but also in the conduct of
each of our legal practitioners. Furthermore, the legal
profession has specific obligations and regulatory
requirements to manage governance, professional
standards and ethical behaviour.

<" INmaTives: ¥
 Green Star rated buildings
~o  4-6star e Earth Hour ¢ Clean Up g
Australia Day ® National Tree Day m
|

INITIATIVES:

e Equitable Briefing Commitment

(CommBar/LCA/etc) ® Gender sensitive 2 * Closed Loop coffee cup recycling

® Environment committee ® Waste

INITIATIVES: 0.24% 0.17%

* AWEI reporting * Hosting or leading external promotion and recruitment ® Hosting or leading B e O Gy resrlin 18t
programs ¢ IDAHOT Week ¢ Internal networks or external programs e Internal networks or stgtion)sl y recycling SOCI:“()EPE .
committees ® Law Council Diversity and Inclusion committees ¢ International Women's Day ® Law *ﬁ(‘- 0.41%

Charter  Legal support ® LGBTI Awareness
training ® Out for Australia ® Pride in
Diversity Membership ® Training - LGBTIQ
awareness unconscious bias and

Council D & I Charter ® Male Champions of Change
® Pay Equity Ambassador e Structured female
advancement program ® Training - Gender inclusion

POLICY

inclusion ® Wear it Purple ® Worl SCOPE 2,009t
oot POLICY C@b| sob TWO 45%
FEMALE
GENDER GENDER PROFILE
2> IS T PARTNERS LEGAL  NON-LEGAL SCOPE 2,392t
INITIATIVES: ¢, THREE 54%

12)

‘)CN- WEL5 4,420t - 4.5t/employee

3 INITIATIVES: &

Q ¢ Discount health insurance O
® Ergonomics ® Gym
memberships ® Fitness and
wellbeing awareness and promotion
* Flu vaccinations ® Proactive health
checks ® Team events participation

STAFF * Work based physical fitness

SURVEYS
POLICY

Guidelines

CYCL”VC

OFFICES

A2
2020 AusLSA

SUSTAINABILITY PROFILE

STAFF
SURVEYS

INITIATIVES:

%

ffice avai\a‘d‘\‘\“

Headcount: 987 (FTE) Floor Area: 32,202m2 @

Ashurst is a leading global law firm with a rich history spanning almost 200 years.

HETUR 1O We have 28 offices in 16 countries and a number of referral relationships that enable
PRIMARY  SECONDARY WORK AFTER

TVCHIOSE NDARY WOEK AFTE us to offer the reach and insight of a global network, combined with the knowledge

- INITIATIVES:
LEAVE and understanding of local markets.

* Corporate donations
* Internal appeals and
collections ® Workplace
giving matching ® Workplace
giving programs

Ashurst is committed to creating a world leading pro bono practice and aims to
do this by developing leading local pro bono programmes in each office in
Ashurst's network and by developing cross-border pro bono projects which
enable Ashurst's offices to work together to tackle global and regional social
justice issues.
INITIATIVES:

* Organised volunteering
activities ® Skilled
volunteering ® Student
tutoring and mentoring

Ashurst is also committed to being a sustainable global law firm which
delivers positive impacts for its employees, clients, profession,
environment and the communities in which it is based. The
global Social Impact programme helps Ashurst to fulfil
this commitment.

N\

CODEOF  COMPLAINTS RISK BCP OR
CONDUCT & GRIEVANCE MANAGEMENT ERP
TRAINING ~ MECHANISM LAN

INITIATIVES:

e Affirmative procurement
programs e Cultural awareness
training ® Internship and employment
programs ® NAIDOC Week activities
* National Reconciliation Week ¢ Non Legal
volunteering and secondments ® Pro bono
support ® Reconciliation Action Plan
e Scholarships and student mentoring
e Collaboration for reconciliation

Further
information
from AusLSA

The below icons provide limited
information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro
Bono Centre and on individual firm’'s websites.

SUSTAINABLE - STANDARDS STANDARDS ~ MODERN ~ NSW STATE  FEDERAL

SUPPLY CHAIN  APPLY TO APPLY TO SLAVERY  LEGISLATION LEGISLATION

MANAGEMENT  EXISTING NEW PROGRAM  PARTICIPATION PARTICIPATION
SUPPLIERS  SUPPLIERS IN DEV'T

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

Ashurst recognises its responsibility to protect the
environment by ensuring the sustainable use and
disposal of scarce resources, and seeks to do so by
managing its supply chain and consumption of
resources.

The firm takes a precautionary approach to
environmental challenges.

Ashurst aims to:

(a) Apply the principles of sustainable
development, namely, development which meets
the needs of the present without compromising the
resources of the future;

(b) Strive to adopt the highest available
environmental standards in all areas of operations;

(c) Assist in developing solutions to environmental
problems and support the development of public
policy; and

(d) Undertake initiatives to promote greater
environmental responsibility and engage, educate
and empower its people.

We recognise our role, as a global law firm and
member of the business community, in helping
achieve positive social impacts in our broader
communities.

Through our Social Impact programme, we provide
our people and clients with opportunities to share
their time and professional skills to support
community partners.

We also recognise our role in driving forward
important social justice conversations; and our
ability to advocate for positive social change.

Our Social Impact programme is separate from, but
complementary to, our global pro bono legal
practice, Diversity & Inclusion programme and
Sustainability Initiative.

We also understand the law as a profession that
comes with ethical obligations, including that of
ensuring the law is available to all. Our global pro
bono practice provides opportunity for our lawyers
to fulfil this obligation and meaningfully contribute
to communities. The global practice has nine
priority areas which include: Citizenship & Global
Displacement; Climate Crises & Resilience; Death
Row & the Criminal Justice System; Financial
Inclusion & Social Finance; First Nations Peoples;
Gender Rights; LGBTI+ Rights; Modern Slavery; and
Rural, Regional & Remote Australians.

We had a global result of 62,158 pro bono hours
(including coordination time) in the 2019/2020
financial year.



https://www.ashurst.com/en/about-us/responsible-business/corporate-responsibility/
https://www.ashurst.com/en/about-us/responsible-business/diversity-and-inclusion/resource/
https://www.ashurst.com/en/about-us/responsible-business/diversity-and-inclusion/resource/

https://www.ashurst.com/en/about-us/responsible-business/diversity-and-inclusion/resource/
https://www.ashurst.com/en/about-us/responsible-business/
https://www.ashurst.com/en/careers/students-and-graduates/australia/make-the-difference/to-your-community/ https://www.ashurst.com/en/about-us/responsible-business/social-impact/
http://www.probonocentre.org.au/information-on-pro-bono
https://www.ashurst.com/en/about-us/responsible-business/pro-bono/
http://www.reconciliation.org.au/raphub/wp-content/uploads/2014/05/Ashurst-2013-2016-RAP.pdf
https://www.ashurst.com/

2020 | vivese | BAKER MCKENZIE

OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

Baker McKenzie is committed to providing a
diverse and inclusive culture for all its

employees, with equal opportunity for all to
progress and have a meaningful career with

INITIATIVES:

o CitySwitch Green Office
® Green Star rated buildings 4-6
z star ® Earth Hour ® World

Environment Day

INITIATIVES:
* Employer of Choice for Gender Equality

Q)
J.N‘l\‘@

our Firm. INITIATIVES: ¢ Gender sensitive promotion and recruitment w

Our mission is to foster an environment  AWEI reporting ® IDAHOT Week ¢ LGBTI ® Hosting or Ieao'ling external programs ¢ Internal POLICY
S . . Awareness training » Out for Australia ® Pride in networks or committees ® International Women's Day

where individuals of every ethnicity, culture, Diversity Memibershi + Wear it Purple « Male Champions of Change  Pay Equity Ambassador

gender, sexual orientation, gender identity

o Structured female advancement program e Training -
and expression, religion, age, disability, and Gender inclusion
marital and parental status may succeed POLICY
professionally and fully contribute to the @ Fzzgz{%
goals of the Firm.
GENDER PROFILE
We believe that diversity within the fi ooy !
ek elieve that diversity within the firm OG\CA L w EOUTY  PARTNERS  LEGAL  NON-LEGAL
makes us stronger, and that an inclusive \ $( \ 0, \,
workplace will enable our talented workforce Q‘o INITIATIVES: (o \
AVAA
XV ] ~=
o\ =

ENV.
IMPROVEMENT
TARGET

Q‘,,QER Usq

CERTIFICATION:

to achieve their potential. Our clients expect ()’ -+ BakeWellbeing committee <
a diverse and inclusive workforce, and we A * Black Dog programs %
want to reflect the organisations and 5:, sisvehologicalisipport/EAREIlEaT: 0O

. L R . on my Sleeve ® Mental health first aid
communities within which we all live and it el sarse: O RUSK hseEmE

* NCOS

work. * Signatory - Minds Count TIMF INITIATIVES:
. ) Guidelines ® Signatory - Minds Count X .
Established 2010 and comprised of Partners S e * Discount health

H 1 : i Ergonomics

and senior firm leaders, the Baker McKenzie  Insurance ¢ rg
Diversity & Inclusion Committee is th POLICY * Fitness anql wellbeing awareness
ersity clusion L0 ee s the and promotion ® Flu vaccinations

leadership group responsible for | |
<

® Fruit boxes ® Massages ® Proactive

2020 AusLSA

progressing and implementing the goals of RSN health chec\l;\j 'kTebam Zveatsl |
the Firm’s Diversity and Flexibility Strategy. participation fitnoerss ased physica SUSTAI NABI LITY PROFILE

Our D& Committee Members are

5 f . POLICY
responsible for leading these award winning

diversity initiatives and programs: \‘E WORI(A

e )
& INITIATIVES: <
Q\' o Career break/Sabbaticals (‘

e Carer's leave ® Flexible hours «
of work  Job sharing ® Part time

STAFF
SURVEYS

Baker
McKenzie.

Headcount: 518 (FTE) Floor Area: 11,900m2 @

As the original global law firm, Baker McKenzie bring the right talent to every client
issue, regardless of where the client is. We partner with our clients to deliver solutions
in the world's largest economies as well as newly opening markets. We are global
citizens, industry savvy, diverse and have a thirst for innovation. Our strength is our
ability to adopt a new type of thinking and use cutting-edge legal technologies to
help clients overcome the challenges of competing in today’s new world economic
order.

® Baker Women

o Baker Balance
e Baker LGBTI & Allies

e Baker DNA options @ Purchase Leave ® Religious
. and Ceremonial Leave ® Study leave
e Baker Indigenous Engagement * Telecommuting tools and systems

® Time in lieu ® Unpaid leave

\ (
oo
L)@ 24 I

PAID PARENTAL LEAVE Jiimperety 7 IR N

PRIMARY ~ SECONDARY WORK AFTER U7

CARER CARER  PARENTAL
LEAVE

¢ Baker Wellbeing (Australian Law Awards
- Wellness Initiative of the Year 2020) POLICY

r
V]
OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

Our Australian practice was established in Sydney in 1964, in Melbourne in 1982
and in Brisbane in 2014. Our lawyers work seamlessly with our global
colleagues, collectively providing a capacity of more than 5,600 qualified
lawyers and 6,400 professional staff in 77 locations across 46 countries.
Baker McKenzie is an Australian partnership, which (as with

| anan ; ) We advise on market-leading transactions and co-ordinate an
other Baker McKenzie entities) is a member of a Swiss Verein.

increasing number of significant cross-border assignments
emanating from Australia for market-leading
companies.

Global management consists of a global Policy Committee on
which all offices are represented, an Executive Committee of 8
elected partners and regional councils. Designated practice
and industry groups operate at the global, regional and office
levels. The Policy Committee guides the overall strategy of the CODEOF  COMPLANTS RISK BCP OR
Firm. The Executive Committee has primary responsibility for e ?WEEEXQE%AE MANQEE,TENT AP
global management. A subcommittee of the Policy

Committee is the Professional Responsibility and Practice

Committee, responsible for overseeing ethical and practice

standards globally. Regional Councils develop regional
strategy and policy and implement global Firm initiatives.

Further
information
from AusLSA

The below icons provide limited
information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro
Bono Centre and on individual firm’'s websites.

A SUPPLIER
QV STANDARDS COVER:
Each practice group is responsible for the advancement of Q * Community Development
that group’s business plan, quality assurance, >
(7]

professional development, and service delivery.

 Environmental Impacts e Fair
Labour Practices ® Gender Equality
¢ Human Rights ¢ Indigenous Inclusion
® UN Global compact and SDGs

OIOIE

The Australian partnership has a full time Managing
Partner, a partner who acts as Chair of an elected
Management Committee, a Risk & Quality Committee, a
Conflicts Committee and a Flexibility and Diversity

Committee. SUSTAINABLE STANDARDS ~ MODERN  FEDERAL
SUPPLYCHAN APPLYTO  SLAVERY  LEGISLATION
H H H MANAGEMENT
This comprehensive structure demonstrates the Firm's ¢ S AR PP ARTGPATION

commitment to effective governance at all level and allows the
Firm’s priorities to be implemented.

\y
@‘?F\ GROSS S/O’l/
OQ‘ 1,500t — 2.9t/employee 43

0.00% 0.12% 1.8t
& A # EXPA

SCOPE 75t
TWO 5.0%
SCOPE 1,423t
THREE 95%

CARBON
OFFSETS &
RENEWABLES

100t - 0.19t/employee

cY CL’/V
OFFICES C
100%

Al

= 0
0% %
g

N

A2

o "
® Office availa®"

INITIATIVES:
* Corporate donations
* External events and
appeals ® Internal appeals
and collections ® Workplace
giving programs

INITIATIVES:

o Charity events and
appeals ® Host or lead
external events ® Organised
volunteering activities
e Student tutoring and
mentoring

INITIATIVES:

o Cultural awareness training
* Internship and employment programs
* NAIDOC Week activities ® National
Reconciliation Week ® Non Legal volunteering
and secondments ® Pro bono support
 Reconciliation Action Plan

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

Baker McKenzie's goal is to embed sustainability
and environmental consciousness in local work
practices and staff attitudes by:

¢ devising and deploying effective sustainability
programs and initiatives;

® encouraging staff participation in both the
development and implementation of
environmental initiatives;

® measuring, monitoring, reporting and improving
environmental performance; and
® providing ongoing training to encourage
employees to reduce their environmental impact.
Baker & McKenzie is a signatory to the United
Nations Global Compact. The Ten Principles of the
Compact align with our Firm’s values and are
reflected in our strategy, culture and day to day
operations.

Baker & McKenzie is committed to reducing our
environmental impact. Air travel emissions are
100% offset each year and GoldPower is purchased
to supplement our electricity emissions to the value
of 600 MWh.

As a Firm we support the Ten Principles of the
United Nations Global Compact on human rights,
labour, environment and anti-corruption, which are
aligned with our values and are reflected in our
business strategy, culture and day-to-day
operations.

Pro Bono Legal Work Our lawyers are actively
encouraged to undertake pro bono work. The Firm
is a signatory to the National Pro Bono Aspirational
Target of at least 35 hours of pro bono legal work
per lawyer per year. We also have our own Firm
target of at least 50 pro bono legal hours per lawyer
per year. In FY20 we exceeded both targets
recording an average of more than 55 pro bono
hours per lawyer and providing more than 14,500
hours of pro bono legal services to individual and
not-for-profit organisations.

Non Legal Volunteering All our Australian partners
and staff have opportunities to participate in
community service initiatives including
opportunities to.

® organise and participate in awareness and
fundraising initiatives for the Australian offices’
three charities — Tuberous Sclerosis Australia
(TSA), Refugee Advice and Casework Service
(RACS) and LeaderLife.

e participate in a range of volunteering
opportunities including Pen Pal programs; a
mentoring program and meal preparation
sessions.



http://www.probonocentre.org.au/information-on-pro-bono
http://www.bakermckenzie.com/en/locations/asia-pacific/australia
https://www.bakermckenzie.com/-/media/files/locations/australia/rap-booklet--may-2019.pdf?la=en

GENERAL
MEMBER

2020

OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

BN continually strives to provide a workplace
which is supportive of its people, where
individuals are happy to come to work and
which enables everyone to reach their full
potential.

INITIATIVES:

* Internal networks or committees ® Wear it
Purple

We aim to foster the development of our
people through structured mentoring,
continued education and defined career
paths. We also promote a culture in which
we're respectful, everyone is approachable,
teamwork is encouraged and contributions
are valued.

Our efforts have resulted in the firm having a
low staff turnover and the creation of an
environment which our staff describe as
"professional, friendly and energetic'.

INITIATIVES:

 Psychological support/EAP
A * Mental Health Awareness Week
® Mental health first aid training and
‘0 support ® Mindfullness and Stress
Q Management Training ® BNWell wellness
program including regular newsletters,
Mental Awareness Foundations Walk for
Awareness sponsorship ® Domestic Violence
policy including paid leave ® RUOK programs
* Signatory - Minds Count TIMF Guidelines

POLICY

STAFF
SURVEYS

Looking at the last 12 months, in response to
COVID-19, the firm has introduced an
extremely flexible approach to work with the
majority of our people partly/fully working
from home and also having flexibility in
relation to their working hours.

The firm has also officially launched
BNcluded (following on from engaging PwC
last year to help create a Diversity and
Inclusion strategy) which is focused on
building a more diverse work environment
and inclusive culture.

BN has also partnered with a well known
online survey platform provider to enable us
to confidentially collect, understand and act
on employee feedback in order to create a
better workplace.

INITIATIVES:
e Carer's leave ® Flexible
hours of work ® Fortnightly 6\
Friday afternoon off ® Job sharing
* Part time options ® Purchase Leave
e Study leave ® Telecommuting tools

@ @ and systems ® Time in lieu ® Unpaid
leave
POLICY @ @ A
=

. '\.’
—
AU

OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

— 9\ PAID PARENTAL LEAVE S
PRIMARY  SECONDARY WORK AFTER

CARER CARER

ETURN TO

PARENTAL
LEAVE

BN'’s Board of Management meet on a monthly basis and
are responsible for reviewing performance and overseeing
the general operations, strategy, compliance, risk and
governance of the firm, with the support of a newly formed
Audit and Risk committee.

The firm maintains professional indemnity insurance above the
required minimum as well as business continuance, directors
and officers’ liability and cyber insurances. We have an
emergency management, disaster recovery and business
continuity plan, and undertake regular testing of the disaster
recovery contact list.

CODEOF  COMPLAINTS RISK

TRAINING ~ MECHANISM PLAN

BN has robust technology platforms which are regularly
penetration tested with full risk assessments conducted. Staff also
receive regular cyber awareness updates and training.

To promote and maintain professional standards, the firm
conducts regular CLE sessions for all staff. The firm also has clearly
defined and documented policies and procedures, with new staff
undergoing an extensive induction program which outlines firm
values, culture, policies and protocols.

As part of our ongoing commitment to the health and wellbeing
of all staff, we have an Employee Assistance Program available
and throughout the COVID-19 pandemic, there have been regular
“check in” calls with all staff from a member of our HR team.

CONDUCT & GRIEVANCE MANAGEMENT

]

‘b INITIATIVES: %

BCP OR
ERP

' BARRY.NILSSON

INITIATIVES:
e CitySwitch Green Office
® ECO-Buy ® Earth Hour  Nabers
Energy and Nabers Water rated
buildings

<
%
r-
|

INITIATIVES:

SCOPE 0.83t
* Gender Pay Gap Analysis ® Internal networks or ONE 0.14%
committees ® International Women's Day
SCOPE 354t
TWO 61%
SCOPE 222t
THREE 38%

CERTIFICATION:
® FSC o Other

577t - 2.1t/employee

29% 23:{2 87%
\\’ W
WE =
\CP“' Lle N
.\‘) &) = "4'

¢ Discount health insurance o
® Ergonomics ® Fitness and
wellbeing awareness and promotion
® Flu vaccinations ® Fruit boxes ® Team
events participation ® Work based
physical fitness

POLICY

fm )

STAFF
SURVEYS

CYCL”VC

OFFICES

A2

2020 AusLSA
SUSTAINABILITY PROFILE

’ .
P2 Barry.Nilsson.
’ LAWYERS
Headcount: 271 (FTE) Floor Area: 6,399m2 @

Barry.Nilsson. (BN) is a national law firm specialising in Insurance & Health and Family & Estate
Planning.

%

ffice avai\a‘d‘\‘\“

As a firm, and individually, we recognise our obligation to contribute positively to the society in
which we live and conduct our business, and our national growth has provided the opportunity to
expand our positive social impact. We live our values of trustworthiness, dedication, excellence
and loyalty through all that we do, and view socially responsible behaviour as good business
practice and an enlightened way to live and work. We seek to foster an environment that values
and encourages diversity, respects social and cultural differences and provides everyone with

equal opportunity to achieve their full potential.

INITIATIVES:

* Corporate donations
 External events and
appeals ® Internal appeals
and collections ® Workplace
giving matching

INITIATIVES:
® Blood donations
¢ Boards e Charity events
and appeals ® Organised
volunteering activities

We are proud of our pro bono and community-giving program, Impact Project, which
encourages and facilitates a firm-wide culture of making a positive difference through
our chosen partnerships. We believe that every organisation has an obligation to
reduce their environmental impact. Together, every day, we aim to do our
part by recycling and minimising waste, sourcing sustainable office
supplies wherever practicable, and monitoring our energy use. BN
recognises these initiatives as a vital aspect of the firm's
social responsibility, culture and identity.

Further
information
from AusLSA

The below icons provide limited
information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro
Bono Centre and on individual firm’'s websites.

SUPPLIER 06‘@

3
Q STANDARDS COVER:
Q

e Community Development
D  Environmental Impacts ® Gender z
) Equality ® Human Rights ® Indigenous ~ =={

Inclusion
Se®

SUSTAINABLE - STANDARDS ~ STANDARDS

SUPPLY CHAIN  APPLY TO APPLY TO

MANAGEMENT  EXISTING NEW
SUPPLIERS ~ SUPPLIERS

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

We believe that every organisation must play its
role to reduce it's impact on the environment and
we strive for more sustainable work practices.

BN aims to minimise our environmental impact and
reduce the carbon footprint of our business though
a range of environmental initiatives and the
ongoing development of our sustainability program
framework.

Our offices currently address these impacts
through: double-sided printing, paper-lite
programs, energy efficient lights, sensor lighting on
all floors, recycling of IT waste including computers
and toner cartridges, recycling boxes at all desks,
green waste and recycling bins in our kitchens, and
the use of “earth friendly” cleaning products.

As a national firm with six offices throughout
Australia, we further minimise our carbon footprint
through increasing use of video and
teleconferencing technologies, while opening up
and improving communications between offices.

BN is committed to making the environment a
bigger part of the conversation by encouraging
staff to share ideas about what further steps can be
taken at a national and office level to develop and
encourage adherence to our sustainability
objectives.

We recognise our obligation to contribute positively
to the communities in which we live and work, and
as such are committed to making a positive social
impact.

Through our pro bono and community giving
program, Impact Project, we commit our time and
resources to pro bono legal work, community giving
and volunteering. We have the benefit of skilled and
passionate staff who have a strong desire to make a
difference through our various CSR initiatives.

Pro bono work is an integral part of BN's CSR plan
and our lawyers are committed to providing high
quality legal assistance in areas of unmet legal
need, with an emphasis on work that will have a
long-term impact and address systemic legal
problems affecting disadvantaged, marginalised or
vulnerable people.

As a signatory to the National Pro Bono Target, our
lawyers aim to volunteer 35+ hours of pro bono
legal work annually. Furthermore our staff actively
participate in charitable fundraising and
volunteering initiatives for numerous community
organisations.

In 2019, Impact Project announced a community
partnership with the Junior Indigenous Marine and
Environmental Cadets Program (JIME) and pledged
to raise $200,000 to enable the educational program
to expand nationally. To date, we have raised over
$90,000.



https://www.bnlaw.com.au/page/Careers/What_we_offer/
https://www.bnlaw.com.au/page/Careers/Our_culture/

http://www.probonocentre.org.au/information-on-pro-bono
https://www.bnlaw.com.au/
https://www.bnlaw.com.au/page/About_Us/Impact_Project

2020 | vivese | CARROLL & O'DEA

OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

As a firm Carroll & O'Dea promotes equality
and well-being in the work place. |

nitiatives are in place to ensure staff can
easily communicate with one another on
both a workplace and social level. The firm
holds regular Linkers Meetings, where staff
are invited to come together and voice any
concerns or practical suggestions for
improvements that could be advantageous
to the firm as a whole. The firm also
conducts a staff survey to identify any
particular areas that may require
improvement. The results of the staff survey
are communicated across the firm. Carroll &
O'Dea facilitates personal counselling when
necessary through AccessEAP, a private and
confidential service to support and assist
staff.

The diverse capability of our workforce is
what postions Carroll & O'Dea to deliver
hugh quality, tailored services to our diverse
range of Clients. We recruit people from all
background. We believe that diversity
encompasses different ethnicity, gender,
lauguage, age, relegion, socio-economic
background, physical and mental ability,
experience and education.

We offer regualar internal and external
leaning and development opportunities and
mentoring programs. The firm provides a
calendar of training sessions that run
throughout the year for our support staff to
further develop and improve their skills.

INITIATIVES:
® Earth Hour ® World

D Environment Day
1

v

R INITIATIVES:

s

g * International Women's Day ® Pay Equity

Y Ambassador

POLICY

3%

FEMALE
GENDER PROFILE
[ASTEWA PARTNERS  LEGAL  NON-LEGAL

STAFF STAFF

INITIATIVES:

 Psychological support/EAP
* RUOK programs

INITIATIVES:

2020 AusLSA
SUSTAINABILITY PROFILE

CARROLL
& ODEA

LA ELR S
When it matters

Headcount: 207 (FTE) Floor Area: 4,524m2 @

Carroll & O'Dea Lawyers, established 118 years ago, is a modern firm built on strong
foundations of providing expert advice and robust advocacy for our clients.

® Ergonomics ® Flu vaccinations
* Work based physical fitness

INITIATIVES:

o Carer's leave ® Flexible
hours of work ¢ Job sharing
* Time in lieu ® Unpaid leave

PAID PARENTAL LEAV RETURN TO

PRIMARY ~ SECONDARY WORK AFTER
CARER CARER PARENTAL
LEAVE

Our longevity has its roots in our continuing commitment to providing all our clients
with the highest level of service, skill and legal expertise across all aspects of the

\ %

OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

Carroll & O'Dea has a formal Principle
Partner Committee (meets monthly), All
Partners forum (meets monthly), Finance
Committee (meeting quarterly),
Remuneration Committee, Risk
Management Committee, Sustainability
Committee & Diversity Committee. All have
terms of reference.

law.

Our strength is that we continue to evolve, uniting our family traditions with the
latest in technology, legal knowledge and skills that benefit our clients. To view
our complete history you can visit: http://www.codea.com.au/our-firm/
our-history

CODEOF  COMPLAINTS RISK R
CONDUCT & GRIEVANCE MANAGEMENT ERP
TRAINING ~ MECHANISM PLAN

Further
information
from AusLSA

The below icons provide limited
information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro

MODERN
SLAVERY
PROGRAM

IN DEV'T

SCOPE
ONE

SCOPE
TWO

SCOPE
THREE

Bono Centre and on individual firm’'s websites.

364t — 1.8t/employee

YC
%gc L”VC

OFFICES

%

ffice avai\a‘d‘\‘\“

INITIATIVES:

e Charitable
Foundation

INITIATIVES:

¢ Boards ® Paid

volunteer time for
employees
INITIATIVES:

o Cultural awareness training

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

We are committed to reducing our environmental
impact and promoting sustainable practices across
our offices. Through the implementation of our
sustainability policy, we have created a framework
for understanding and managing our impact on the
environment, including by conducting green audits,
to evaluate adherence to our sustainability policy.

Energy saving mode is set on all photocopiers and
printers, and we have installed meters on
photocopiers which discourage wasteful
photocopying. Our air conditioning shuts down
after 6:00 pm on business days and remains
switched off over the weekend. Office lights are
automatically switched off after 8:00 pm on
business days and operate on a timed manual
system after 8:00 pm and over the weekend. As
well, motion activated sensor lighting is installed in
our bathrooms.

We encourage our staff to reduce their use of office
consumables and to recycle. Each staff member is
provided with a recycling bin at their work area and
we have placed large communal recycling bins
throughout our offices, including in our kitchens.
We encourage all our staff to adopt sustainable
practices in the workplace and to share their ideas
with others

At Carroll & O'Dea Lawyers we have a proud and
long tradition of helping and assisting others in the
community.

Our solicitors do voluntary work in a range of
community legal centres and regularly take on
pro-bono matters referred by the Public Interest
Law Clearing House.

We are involved in the MOSAIC Mentoring
Program, which provides free face-to-face legal
assistance to asylum seekers and refugees.

We support The Shed at Plumpton Mount Druitt,
which provides free legal advice and representation
to people who are homeless or at risk of
homelessness.

The firm is also involved in the Clemente Australia
Program, a university education program that helps
individuals from disadvantaged backgrounds get a
university education.

From our founding partners 118 years ago to our
team today, at Carroll & O'Dea Lawyers we are
guided by the simple principle of giving back to the
community. So much so that our most recent staff
survey found that it was one of the most attractive
things about working at Carroll & O'Dea Lawyers.



http://www.probonocentre.org.au/information-on-pro-bono
https://www.codea.com.au/

2020 | Fivese | COLIN BIGGERS & PAISLEY

OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

We are proud of our dynamic culture of
innovation, opportunity and balance. Our
core values of balance, respect, loyalty and

PUBLISHED v/

INITIATIVES:
® Green Star rated buildings 4-6
star ® Earth Hour

integrity underpin everything we do. INITIATIVES: INITIATIVES:
We believe in a workplace that inspires our * AWEI reporting ® Hosting or leading * Internal networks or committees ® International SCOPE 10.4t
people to be creative, passionate and ex‘iz‘tﬂg:fsggfrgjn:rﬁé:eg ‘E\;i/eé;dzgma' WorEenfs D:yl; LawdCou‘ncSil D&I th?r‘terl- Pay ONE 1.0%
innovative. Diversity and Inclusion Charter  Legal Suisy md EEEEGEEI O SHEIICE el
L support ® LGBTI Awareness training advancement program

The results of our engagement activities + Pride in Diversity Membership
speak for themselves. Our 2019 * Training - LGBTIQ awareness 9

P o, unconscious bias and inclusion F7E%Aé SCOPE 755t
Engagement Survey revealed that 70% of « Wear it Purple « World TWO 73%
our staff feel engaged with the practice, Aids Day GENDER
meaning they are satisfied, motivated, TaRGeT  MRINERS  LEGAL - NON-LEGAL
committed and advocates of Colin Biggers
& Paisley. '?'ﬁgEPE S

. O,

Flexibility is core to our success. Most of Q\ LA E:: 26%

* Beyond Blue programs
* Black Dog programs
® Psychological support/EAP
* Mental health first aid training and
support ® Mindfullness and Stress
Management Training ® Resilience at
.
We offer a wide range of benefits, both La.wsfgagfg:;t_'?\;indRSUCOOfrﬁr%JSES

wellbeing and financial. With these Guidelines
* Flu vaccinations ® Fruit boxes

initiatives and activities, coupled with a
P POLICY
culture that values collaboration,
inclusiveness and balance, it's not hard to |© * Massages ® Proactive health checks
see why our people love coming to work. Lall| 1T * Team events participation « Work
PUBLISHED v BRTYLI='4% based physical fitness

POLICY

WA SSTAFFS
PUBLISHED v [N

work arrangement - ranging from working
from home, part-time, staggered working

our employees have some kind of flexible A(J
(%)
Q

hours and so on.

1,041t — 2.5t/employee

INITIATIVES:
® Ergonomics ® Gym
memberships ® Fitness and
wellbeing awareness and promotion

CYCL”VC

OFFICES

A2

2020 AusLSA
SUSTAINABILITY PROFILE
COLIN
BIGGERS
&PAISLEY

LAWYERS
)/—\ ~ 7/

INITIATIVES:
e Career break/Sabbaticals o
o Carer's leave ® Flexible hours 6\
of work e Flexible working comms
and support ® Job sharing ® Purchase
Leave o Religious and Ceremonial
Leave ® Return from leave concessions
e Study leave ® Telecommuting tools
and systems  Time in lieu ® Unpaid
leave ® Volunteer leave

> &%
> e e )(2) @ S5

%

ffice avai\a‘d‘\‘\“

Headcount: 421 (FTE) Floor Area: 9,311m2 K

Colin Biggers & Paisley was founded over a century ago and is one of the most established legal
practices in the country. It focuses on delivering a full range of legal services to the insurance,
construction, property and business services sectors in Australia and abroad.

~ I
> 4V

PAID PARENTAL LEAVE RStSSyee v
PRIMARY  SECONDARY WORK AFTER
CARER CARER PARENTAL
LEAVE

INITIATIVES:
 Corporate donations
e External events and
appeals ® Workplace giving
matching ® Workplace giving

7

\‘\ programs
OUR GOVERNANCE
SUMMARY AND HIGHLIGHTS: ® Boards ¢ Charity events

and appeals ® General

. . . . Sl Community Volunteering
At Colin Biggers & Palsley ultimate ﬁesponsnblllty fgr the « Orgamised volunteeting actuities
management of the practice rests with the Managing « Paid volunteer time for employees
Partner, with guidance from, and authority and responsibility * Sec‘;zfo"r‘iigtz:‘; ﬁgﬁi;g“de”t
disseminated through, legal practice Group Heads and pr=
Shared Services Leaders.
Our culture and values are embedded in the way we do =
business and gnderpinned by a sgite of poli;ies and T S e T
procedures, with coverage including operational TRANING  MECHANISM ~ PLAN
requirements, risk management, acceptable conduct, authorities
and responsibilities. Further

L . . information
We maintain and reinforce, through scheduled testing, our @ n

from AusLSA INITIATIVES:

business resilience and disaster recovery plans, supported by

The below icons provide limited
technology systems protected by best of breed platforms.

information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro
Bono Centre and on individual firm’'s websites.

 Affirmative procurement
programs  Cultural awareness
training ® Internship and employment
programs ® NAIDOC Week activities ®
National Reconciliation Week ® Non Legal
volunteering and secondments ® Pro bono
support ® Reconciliation Action Plan

MODERN ~ NSW STATE ~ FEDERAL

SLAVERY  LEGISLATION LEGISLATION
PROGRAM  PARTICIPATION PARTICIPATION
IN DEV'T

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

We manage our own impact on the environment
through a range of sustainability initiatives.

Throughout all our offices we have reduced our
packaging and waste by decreasing our printed
matter. We always send our publications
electronically and when documents do need to be
printed, we only use PEFC certified and carbon
neutral paper. We use double sided printing as the
default setting on all printers and always recycle
toner cartridges.

We encourage all employees to use the recycling
facilities wherever possible and have colour coded
bins for this purpose, with a large percentage of all
waste being recycled.

We only purchase environmentally sustainable
appliances and IT equipment and ensure that all of
our old IT equipment is donated to schools or
charities.

For our commercial clients, an important aspect of
our work is providing legal advice relating to
environmental best practice and climate change
adaptation.

The Colin Biggers & Paisley Foundation brings
together our entire community offering and is
comprised of three streams - pro bono legal
services, volunteering and charitable contributions.

The Foundation’s core strategy is to promote and
protect the rights of women, children and
Aboriginal and Torres Strait Islander peoples in
Australia and abroad.

It works with individuals and not-for-profit
organisations that work on behalf of low income or
disadvantaged members of the community.


https://www.cbp.com.au/
https://www.cbp.com.au/
http://www.probonocentre.org.au/information-on-pro-bono
http://www.cbpfoundation.com.au/
https://cbpfoundation.com.au/getmedia/5d1bd9f3-fc4a-4e65-a1d7-f7fcfd0a4d36/CBP_RAP_V3.pdf
http://www.cbpfoundation.com.au/
https://www.cbp.com.au/

2020 |vevsir | CORRS CHAMBERS WESTGARTH

OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

\y
@‘?F\ GROSS S/O’l/
OQ‘ 3,230t - 2.6t/employee 43

As Australia’s leading independent law firm,

INITIATIVES: O«\
we provide our people with exceptional

o N " ® CitySwitch Green Office
opportunities at every stage of their careers. INITIATIVES: o Green %Itar i ullings 5 s g A o
We offer challenging and rewarding work in INITIATIVES ° E”:Pé‘;{}eitr;bflecgﬁg?ﬁngfcifn”ﬂi:niﬁxa“ty * ECO-Buy  Earth Hour » World “z‘ SOCNOEPE : ‘ 29t
hallenging and rews : Ly S €™ .
a supportive and inclusive enwro‘nment, so o E O Cent el g (CommBar/LCAVetc) « Gender Equity Panel Pledge nvironment Day ] 0.91%
our peOp|e have every opportunity to * International Pronouns Day ® Hosting or leading * Gender sensitive promotion and recruitment POLICY
achieve personal and professional growth. external programs ¢ IDAHOT Week ¢ Internal ® Hosting or leading external programs ¢ Internal
o | is buil I naer:gtljr:léls 2_“()?82?;95 Celga"i’::::ﬁl Dr’gg_ﬁy networks or committees ¢ International Women's Day SCOPE 1766t
g . 1 . - . /
ur cu tU"? Is built O'T‘ excellence, e Y T e e Law Council D & | Charter ® Pay Equity Ambas.sa?dor A TWO 55%,
collaboration, commitment and respect. « Pride in Diversity Membership * Training * Structured female advancement program  Training - PUBLISHED v/
These principles guide how we partner with - LGBTIQ awareness unconscious bias Gender inclusion
lient dall + t + the best and inclusion ® Wear it Purple
clients ana allow us 1o attrac e pes i
le, help them realise their potential "ot b RUCIGH 24% SCOPE 1,435t
people, help them realise their potential, S THREE 44%
and build positive and engaged teams. G\CAL T
GENDER
We offer high-quality professional o w <

ENDE
EQUITY PARTNERS LEGAL NON-LEGAL
TARGET STAI

PUBLISHED v/

STAFF

G‘( CARBON
OFFSETS &

RENEWABLES

\%
O iNmaTIvES:

* Beyond Blue programs

V
& N
A * Black Dog programs
@

CERTIFICATION:
* PEFC  NCOS

development programs to equip our people
with the skills they need to succeed, and
market leading benefits to reward their
contributions to our success. Our tailored
benefits and programs evolve with individual
circumstances and we support our people
throughout their career.

 Psychological support/EAP
* Mental Health Awareness Week
* Mental health first aid training and
support ® Mindfullness and Stress
Management Training ® On-site counsellor
* Resilience at Law participation ® RUOK

w
e ELLGG“/
~b INITIATIVES: %

programs Q e Discount .health.insurance o
We encourage flexible working, and provide POLICY . Efﬁg”_om'cs * Fitness agd
a range of benefits including five weeks of promggoni"::?ua\gacﬁ:g;iiz o B QCYCLIIV
leave, a great bonus scheme, paid super and —@ boxes ¢ Proactive health checks ® Team 2020 A LSA <* OFFICES G
parental leave, 18 weeks of paid parental PUBLISHE/ events participation  Wellness Hub us
leave, health and wellbeing programs, and * Work based physical fitness SUSTAl NABILITY PROF' LE 100%

more. POLICY
By bringing together engaging, ambitious
individuals to create top performing teams,
we've established ourselves as the law firm
of choice for talented lawyers with a drive to
help our clients through their most
significant and challenging matters.

INITIATIVES:
* Bonus leave ¢ Child care
o Career break/Sabbaticals
* Carer's leave ® Flexible hours of
work e Flexible working comms and
support ® Job sharing ¢ Part time options
® Phased retirement ® Purchase Leave
¢ Religious and Ceremonial Leave ® Return
from leave concessions ® Study leave
® Telecommuting tools and systems ® Time
in lieu ® Unpaid leave

A
s
WESTGARTH _ -
Headcount: 1,227 (FTE) Floor Area: 27,184m2 @

Corrs Chambers Westgarth is Australia’s leading independent law firm. We provide
exceptional legal services across the full spectrum of matters, including major transactions,
projects and significant disputes, offering strategic advice on our clients’ most challenging
issues. With more than 175 years of history and a talented and diverse team of over 1000
people, we pride ourselves on our client-focused approach and commitment to excellence.

Our fundamental ambition is the success of our clients, and this is reflected in everything
we do.
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Office availa®™
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PAID PARENTAL LEAVE NS RYET)
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PRIMARY ~ SECONDARY WORK AFTER
PUBLISHED v [V CARER  PARENTAL
LEAVE

INITIATIVES:

* Corporate donations
 External events and
appeals ® Internal appeals and
collections ® Workplace giving
matching ® Workplace giving

A
VB

We advise on the most significant global matters and connect with the best lawyers PRI
internationally to provide our clients with the right team for every engagement. We INITIATIVES:

O U R GOVE RNAN C E are also at the forefront of some of the most high-profile public international law . B;ﬁ;‘;"f’gh‘;':ﬁyc’e'\‘fms

matters in our region, assisting governments and corporations with the and appeals ® Organised
SUMMARY AND HIGHLIGHTS: resolution of highly complex cross-border disputes. Vol'unfeefif?g activities » Paid

. . 1 . . p volunteer time tor employees
In all the work we do, we are committed to achieving the We are the firm of choice for many of the world’s leading organisations, « Secondments to NGOs
highest standards of ethical conduct. We take active steps to with our people consistently recognised for providing outstanding
ensure that our people, and any who may provide services on client service and delivering exceptional results. We work to
our behalf, comply with all applicable laws of the countries in identify, prevent and mitigate adverse environmental
which we operate and conduct business ethically and and human rights impacts, and contribute to a
responsibly. This includes complying with all laws, both better more sustainable future.
domestic and international, relating to anti-bribery and
. . CODEOF  COMPLAINTS RISK
antlfcorruptlon. CONDUCT & GRIEVANCE MANAGEMENT ERP
) ) o TRAINING ~ MECHANISM PLAN
We work to identify, prevent and mitigate adverse
environmental and human rights impacts, and contribute to a
better, more resilient and sustainable future. As a member of .F‘;rthert.
the United Nations Global Compact we are committed to SUPPLIER G g O _INITIATIVES‘
promoting and respecting human rights, supporting the STANDARDS COVER: % The below icons provide limited rc.> Arzf:;?ftgjlgjrlg(lt::s?rgr?;ss
Compa?t’s Ten Rrinciples on human rights, labour, gnvironment « Community Development information about the firm’s legal pro trznifg « Indigenous Literacy Day
and anti-corruption, and the United Nations' Sustainable * Environmental Impacts ® Fair bono commitment. More extensive ¢ Internship and employment programs
Development Goals. Labour Practices ® Gender z information is reported by the Australian Pro ¢ NAIDOC Week activities * National
Equality ® Human Rights ® - Bono Centre and on individual firm’s websites. Reconciliation Week ¢ Pro bono support

We believe in a holistic approach to sustainability. By
actively working to identify, prevent and mitigate
environmental, climate, social and human rights risks in
our own business and with our clients, we can contribute
to a better, more sustainable future.

Indigenous Inclusion ® Supplier
Minimum Standards

()8 (@) )

SUSTAINABLE - STANDARDS STANDARDS ~ MODERN ~ NSW STATE ~ FEDERAL

SUPPLY CHAIN  APPLY TO APPLY TO SLAVERY  LEGISLATION LEGISLATION

MANAGEMENT  EXISTING NEW PROGRAM  PARTICIPATION PARTICIPATION
SUPPLIERS  SUPPLIERS

 Reconciliation Action Plan ® Scholarships and
student mentoring ¢ Collaboration for
reconciliation

We pride ourselves on working together with
our people, our clients and our communities to
promote human rights, well beyond regulatory
compliance.

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

We are dedicated to promoting sustainable
environmental practices across our workplaces, and
shrinking our environmental footprint by reducing
greenhouse gas emissions, championing recycling
and discouraging wasteful paper usage.

All our offices are energy rated 5-star or above by
the National Australian Built Environment Rating
System (NABERS) and the Green Building Council
of Australia, and use the latest technology to
maximise energy efficiency and sustainability,
minimise water usage and improve indoor air
quality.

We are a supporter of Earth Hour and World
Environment Day, and we require our suppliers to
have sustainable, environmentally-friendly business
practices.

From local schools to global organisations, we have
along and proud history of helping those in need.
Our people are committed, and actively
encouraged, to support disadvantaged and
marginalised individuals and groups, charities and
not-for-profit organisations through pro bono legal
work, volunteering and workplace giving, all of
which form part of our dedicated Pro Bono and
Community program.

We support meaningful reconciliation with the
indigenous peoples of Australia, and have
formalised this commitment through our Innovate
Reconciliation Action Plan (RAP). Corrs was one of
18 law firms to declare support for the Uluru
Statement of the Heart in 2019, recognising it as a
historic mandate to create a fuller expression of
Australia’s nationhood and a next step towards
reconciliation.

We continue to support a number of key pro bono
partnerships including Hagar Australia, Justice
Connect, The Salvation Army, The Big Issue, Very
Special Kids, Oxfam and more. We are also a
signatory to the National Pro Bono Aspirational
Targets.




https://corrs.com.au/who-we-are/diversity-and-inclusion
https://corrs.com.au/who-we-are/diversity-and-inclusion
https://corrs.com.au/who-we-are/diversity-and-inclusion
https://corrs.com.au/who-we-are/human-rights-and-responsible-business

https://corrs.com.au/capabilities/responsible-business/business-and-human-rights
https://corrs.com.au/who-we-are/diversity-and-inclusion
http://www.corrs.com.au/about-us/pro-bono-and-community/

https://corrs.com.au/who-we-are/pro-bono-and-community
http://www.corrs.com.au/assets/about/CorrsReconciliationActionPlan.PDF
http://www.probonocentre.org.au/information-on-pro-bono
http://www.corrs.com.au/
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OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

Davies Collison Cave is committed to
maintaining a healthy, engaged, and
inclusive workplace through the delivery of
company-wide initiatives with a particular
focus on Diversity, Inclusion and Belonging.

Working with senior management, our
representative Committee takes ownership
of the strategy and the implementation of
the program by engaging with our
employees. The Committee comprises three
workstreams led by a senior Principal to
drive our priorities which are to grow our
inclusive culture, promote working flexibly
and support well-being.

Our wellbeing program is named ‘Be’ and
supports healthy living, by promoting great
mental and physical health. This is
underpinned by an Employee Assistance
Program.

Over the last twelve months, we have run
some key initiatives which include workshops
on Resilience, Mindfulness, Meditation, and
weekly Yoga practice. Given the current
public health crisis, we provided targetted
psychological support for those with people
management responsibilities.

To keep us informed of how well our staff
manages the impacts of the COVID situation
and restrictions we have been undertaking
quarterly pulse surveys with follow up
actions and communications.

We have recently launched an online
learning platform named iQ which has a
broad range of tools to enable staff to upskill
or gather knowledge.

veveer | DAVIES COLLISON CAVE

INITIATIVES:
® Green Star rated buildings

N
A 4-6 star ® National Greenhouse and %‘
]

INITIATIVES: z Energy Reporjting (NGERs) compliant
INITIATIVES: ® Hosting or leading external i reporting * Earth four SCOPE 0.46t
® Wear it Purple ® World Aids Day programs ¢ International Women's Day POLICY )
e Law Council D & | Charter ® Training - Ll ONE 0.05%
Gender inclusion |:@\|
- CERTIEF’\\ACzT\ON
e Tt SCOPE 572t
TWO 62%
PARTNERS ~ LEGAL  NON-LEGAL
STAFF STAFF
SCOPE 357t
THREE 38%

INITIATIVES:
* Psychological support/EAP

® Hosting or leading external %
o

* PEFC

programs ® Mental health first aid
training and support ® Mental Health
Champion/Manager ® Mindfullness

and Stress Management Training

* RUOK programs
promotion ® Flu vaccinations ® Fruit

POLICY
- boxes ® Massages ® Team events

STAFF participation ® Work based physical
Sk fitness

POLICY

L WE
AR
Q> INITIATIVES: /],

Q ® Ergonomics ® Fitness and o
wellbeing awareness and

929t — 4.7t/employee
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%gc L”VC

OFFICES

2020 AusLSA
SUSTAINABILITY PROFILE

DAVIES
COLLISON
CAVE

INTELLECTUAL PROPERTY

Headcount: 199 (FTE)  Floor Area: 6,383m2 @

Davies Collison Cave provides an extensive range of strategically focused
intellectual property services including expert advice in patents, trade marks,
domain names, trade secrets, copyright, and design protection, as well as licensing,
litigation and related legal and commercial matters in Australia, New Zealand,

STAFF
SURVEYS

INITIATIVES: (‘7
® Bush fires and COVID c%\
Leave ® Carer's leave ® Flexible
hours of work e Job sharing
e Purchase Leave ¢ Religious and
Ceremonial Leave ® Study leave
¢ Telecommuting tools and systems l’
® Time in lieu ® Unpaid leave \ )
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OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

Davies Collison Cave is a subsidiary of
QANTM Intellectual Property (QIP) and
reports to the QIP Board and is subject to
Governance policies which apply group-
wide.

The oversight for Davies Collison Cave is
provided through the 3 directors and a
National Management Committee which
comprises the Group Managing Principal
(who is also the Managing Director), The
Managing Principals of each business group
(who are each directors) and Principal
representation from each of our offices.

All Principals and Senior Managers (of
finance, P&C and marketing) also attend a
quarterly Principals’ meeting. Senior
Managers within the business also meet with
the Group Managing Principal on a regular
basis.

INITIATIVES:

¢ External events and
appeals ® Internal appeals
and collections ® Workplace
giving matching

Singapore, Asia Pacific and internationally.

We are wholly owned by QANTM Intellectual Property Limited, an Australian
Securities Exchange-listed company.

INITIATIVES:

® Boards ® Charity events
and appeals ® General
Community Volunteering
o Skilled volunteering ® Student
tutoring and mentoring

N

CODEOF  COMPLAINTS RISK BCP OR
CONDUCT & GRIEVANCE MANAGEMENT ERP
TRAINING ~ MECHANISM PLAN IN DEV'T

Further
information
from AusLSA

The below icons provide limited
information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro
Bono Centre and on individual firm’'s websites.

INITIATIVES:

o Cultural awareness training
® Reconciliation Action Plan

MODERN FEDERAL
SLAVERY  LEGISLATION
PROGRAM  PARTICIPATION
IN DEV'T IN DEV'T

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

Davies Collison Cave, in consultation with Pangolin
Associates, have been working to determine our
impact on the environment as we endeavour to
become carbon neutral.

We continue to implement changes to our
practices including: reducing business travel,
minimising paper use, procuring recycled and
recyclable supplies, implementing recycling
processes for all supplies where possible, reviewing
energy efficiency as part of upgrade projects,
engage with environmentally conscious suppliers
where possible and promoting environmental best
practice throughout the business.

Our goal is to identify future opportunities and
build on processes and initiatives, education and
promotion throughout the business and implement
an Environmental Management System to support
the company’s performance and results.

Community engagement is important at Davies
Collison Cave. The company is proud of the charity
work it undertakes, including raising money for the
Drought Angels and Bushfire Appeals and most
recently collecting items of clothing to donate to
the homeless.

We encourage and support individuals and group
activities which support various community and
charity groups, for example donating food to the
homeless and raising money for charity walks and
challenges.

The company has been evaluating its role within
the communities it serves to enable greater access
to the specialist areas of our legal expertise. With
the introduction of our pro-bono policy, we have
been able to play a more proactive role in
providing legal assistance to the less advantaged.

Many of our senior lawyers have voluntary
Committee roles to show leadership and contribute
to the IP legal profession. This includes roles at
INTA, IPTA, LESANZ, and APAA. We are actively
engaged in providing education opportunities and
commit to volunteer teaching roles at a number of
tertiary institutions including University of
Melbourne, and Newcastle University.

More broadly we are engaging with staff about
various corporate giving and opportunities for

non-legal volunteering which we can recognise
through our values.




http://qantmip.com/about-qantm/governance/
http://www.probonocentre.org.au/information-on-pro-bono
https://dcc.com/
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OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

Our Human Resources team partners with
the firm leadership to ensure that the people
management strategies drive the
performance and productivity of the

business. INITIATIVES:

* AWEI Gold Accreditation ® AWEI Small
Employer of the Year 2020 ® AWEI reporting
* IDAHOT Week ® Internal networks or
committees  Legal support ® LGBTI
Awareness training ® Pride in Diversity
Membership e Training - LGBTIQ
awareness unconscious bias and
inclusion ® Wear it Purple

The people framework encompasses
continual staff learning and development
(creating a learning organisation), improve
leadership capability, and encourage
consultation and collaboration within our
firm to deliver superior client outcomes.
Such programs are central to the
achievement of our intended outcomes --
cultural change that enhances inclusion and OG\CAL W$
diversity, high moralg, commitment, trust 0\' INITIATIVES: ((
and a willingness to innovate, embrace & 0
change, and high productivity.

* Black Dog programs «
A * Psychological support/EAP ”,
0) ® Mental health first aid training and $
Q support ® Mental Health (&)
Champion/Manager ® Mindfullness and
Stress Management Training ® RUOK
programs ® Signatory - Minds Count TJMF
Guidelines

POLICY

]

STAFF
SURVEYS

E WOR
\6\‘ kp
Qj' INITIATIVES: <‘7

Q\' e Carer's leave ® Flexible
hours of work ® Job sharing
 Phased return from Parental Leave
* Study leave ® Time in lieu ® Unpaid
leave e Volunteer leave

POLICY

RN TO
PRIMARY  SECONDARY WORK AFTER
CARER CARER PARENTAL
LEAVE

r
V]
OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

Dentons is committed to effective governance to
ensure accountability, transparency, integrity,
stewardship, profitability and leadership.

Our governance mechanisms include Board
Constitution, Shareholder Agreement, Administration
Manual and Risk Management and Compliance
Framework. The framework sets out the risk
identification and management processes for Dentons
operations and consists of 6 pillars including:

e Operational Risk (aligned to I1SO 31000, ISO 27001
and Australian Privacy Principles)

CODEOF  COMPLAINTS
CONDUCT & GRIEVANCE MANAGEMENT ERP

TRAINING ~ MECHANISM PLAN

RISK

* Governance and Ethics - Workplace Health and
Safety (aligned to AS 4801)

¢ Quality (aligned to I1SO 9001)

¢ Social Impact including Diversity and Inclusion
(Diversity Council member) and Corporate Social
Responsibility (EMS aligned to ISO 14001 and
UNGCQ)

¢ Business Continuity Management (aligned to
Prudential Standard CPS 232 and ISO 22301).

Dentons also ensures compliance with all relevant

statutory and regulatory requirements which is

reported monthly to our Board.

IN DEV'T

INITIATIVES:

o CitySwitch Green Office
e Earth Hour ® World
Environment Day

IMPROVEMENT MANAGEMENT
TARGET  SYSTEM (EMS)

INITIATIVES:

* Employer of Choice for Gender Equality
* Gender Pay Gap Analysis
® Gender sensitive promotion and recruitment
¢ International Women's Day
 Pay Equity Ambassador

83%

FEMALE

GENDER PROFILE

PARTNERS LEGAL NON-LEGAL
PUBLISHED v/ STAFF STAFF

c_,\c'P\L WELLG
INTIATIVES: Ay

® Ergonomics ® Fitness and o
wellbeing awareness and
promotion ® Flu vaccinations
* Proactive health checks ® Work
based physical fitness

2020 AusLSA
SUSTAINABILITY PROFILE

STAFF
SURVEYS

R DENTONS

Headcount: 492 (FTE) Floor Area: 9,894m2 K

Dentons is the world's largest law firm, connecting talent to the world’s challenges and
opportunities in more than 75 countries. Dentons’ legal and business solutions benefit from
deep roots in our communities and award-winning advancements in client service, including
Nextlaw, Dentons’ innovation and strategic advisory services. Dentons’ polycentric and
purpose-driven approach, commitment to inclusion and diversity, and world-class talent
challenge the status quo to advance client and community interests in the New Dynamic.

In Dentons’ Australasia Region, we have more than 70 partners and 500 employees.
Offices in Australia are located in Sydney, Perth, Brisbane, Melbourne and Adelaide. We
also have an office in Auckland, New Zealand and Port Moresby in Papua New
Guinea. Our lawyers are repeatedly recognised as leading legal service providers in
Chambers Global, Chambers Asia Pacific, The Legal 500 Asia Pacific, Best
Lawyers and IFLR 1000.

Known for our service excellence and innovative legal solutions,
Dentons' has built enduring relationships with some of the largest,
most successful companies in the Financial Services, Real
Estate and Infrastructure, Life Sciences, Energy and
Intellectual Property & Technology sectors

Further
information
from AusLSA

The below icons provide limited
information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro

SUPPLIER O&

STANDARDS COVER:

* Community Development
e Environmental Impacts e Fair z

Consumer and Competition
Practices ® Fair Labour Practices
* Gender Equality ® Human Rights
¢ Indigenous Inclusion ® UN
Global compact and SDGs

& () 8) (D)) E

SUSTAINABLE  STANDARDS STANDARDS ~ MODERN ~ NSW STATE ~ FEDERAL

SUPPLY CHAIN  APPLY TO APPLYTO SLAVERY  LEGISLATION = LEGISLATION

MANAGEMENT  EXISTING NEW PROGRAM  PARTICIPATION PARTICIPATION
SUPPLIERS  SUPPLIERS IN DEV'T

Bono Centre and on individual firm’'s websites.

SCOPE 7.3t
ONE 0.68%
SCOPE 328t
TWO 31%
SCOPE 735t
THREE 69%

1,070t — 2.2t/employee
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INITIATIVES:

* Corporate donations
* Workplace giving
matching
/ o \\\

|

\\ J/

INITIATIVES:

¢ Boards ¢ Organised
volunteering activities

INITIATIVES:
¢ Internship and employment
programs ® NAIDOC Week activities
* National Reconciliation Week
 Reconciliation Action Plan

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

Dentons’ ISO 14001 aligned Environmental
Management System (EMS) and incorporated
Sustainable Procurement program is maturing.

This system formalises our commitment to and
impact on our environment by setting targets and
objectives that are monitored and reported into an
Environment Committee on a quarterly basis.

Our identified areas of environmental impact
include the depletion of our natural resources
through the procurement process, the generation
of office waste, in particular paper and e-waste, and
the amount of greenhouse gas emissions
generated through our consumption of energy and
travel.

Our recent commitment to CitySwitch is an
additional accountability measure to track our goals
to reduce waste, electricity consumption and the
use of single use plastics.

We proactively manage our environmental impact

by:

e adopting of the principle of ‘avoid, reduce,
re-use, recycle and dispose’

® promotion of environmentally sensitive
behaviour

® raising awareness with our staff of various
environmental issues, and

e sourcing products that are environmentally
sustainable and dealing with suppliers who have
made their own commitment to sound
environmental management.

At Dentons, we know that as legal service
providers, we are in and of the community. We
strive to make a positive impact in our
communities, and use our skills and resources to
do so.

We believe in the power of partnerships and are
actively committed to building long-lasting
collaborations with non-profit organizations,
NGOs and social entrepreneurs to tackle some of
today’s most pressing issues.

We understand that social ills are the result of not
one but a number of underlying causes.

We work with our community partners to provide
needs-based support—through volunteering,
financial sponsorship, pro bono legal assistance,
targeted organisational advice or other means—
so they can most effectively achieve their mission.

Dentons community partnership engagement
focus areas include: health, socio economic,
indigenous, refugees, the Arts, and the
environment.

An example of our long term commitment is
demonstrated by our 5+ year commitment to the
Watarrka Foundation, with whom we co-host an
annual staff and client partnered volunteer trip to
the Watarrka region of remote central Australia to
work with the indigenous community in the areas
of education, health and sustainability.




https://www.unglobalcompact.org/what-is-gc/mission/principles
http://www.probonocentre.org.au/information-on-pro-bono
https://www.dentons.com/en
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OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

At FB Rice, we take our corporate citizenship
seriously, and our commitment to the
communities in which we work is central to
the way we engage with clients, staff and
suppliers.

Most of our pro-bono and philanthropic
programs are started by our people, who
have great passion and are keen to make a
contribution to the communities in which we
live and work. Pro bono IP services play an
important role in our portfolio of work, with
the Northcott Institute, Cystic Fibrosis
Australia, the International Rice Research
Institute in the Philippines, and the
Children’s Hospital Westmead as some of
our longstanding pro bono clients.

FB Rice actively engages with and supports
many humanitarian and charitable causes
through monthly charity fundraisers and
participation in events such as Australia’s
Biggest Morning Tea. This year The RFS in
NSW was also supported. The partnership
matches these donations. The SCIC
Cochlear Implant Program, Australian
Wildlife Conservancy, RPA Newborn Care,
Riding for The Disabled Assoc, Mission
Australia, Seashepherd and The Wilderness
Society are just some of the causes we
support.

We also regularly have teams volunteering
their time for events including Oxfam
Trailwalker, and support employees in these
efforts through paid volunteer time.

vevser | FB RICE

INITIATIVES:
® Green Star rated buildings

685t — 4.8t/employee

4-6 star ® Earth Hour ® World 0.00% 0.24%
INITIATIVES: Environment Day S N 3 &SZ%
® Gender sensitive promotion and recruitment
. ® Hosting or leading external programs e Internal

INITIATIVES: networks or committees ® International Women's Day
® Training - LGBTIQ awareness ® Training - Gender inclusion SCOPE 222t
unconscious bias and inclusion [e) 32%
® Wear it Purple POLICY 26% 82% °

FEMALE FEMALE
GENDER PROFILE

PARTNERS LEGAL NON-LEGAL SCO P E 46! t
STAFF STAFF THREE 67%

o>
C,z‘ INITIATIVES:

CARBON
OFFSETS &
RENEWABLES

A * Psychological support/EAP
(%) * Mindfullness and Stress
Q

* Management Training ® RUOK
programs ® Salary continuance
INITIATIVES:

POLICY
- ® Ergonomics ® Fitness and

P wgllbeing awareness and .
SURVEYS promotion e Flu vaccinations ® Fruit
boxes e Proactive health checks
® Team events participation
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SUSTAINABILITY PROFILE

FB RICE
(@@: Lgiigators

Floor Area: 2,794m2 K

STAFF
SURVEYS

INITIATIVES:
N2 * Career break/Sabbaticals c\
Q * Flexible hours of work ® Flexible «
working comms and support ® Job
sharing ® Multi Office choice ® Part time
options ® Phased retirement e Purchase
Leave ® Religious and Ceremonial Leave
o Study leave ® Telecommuting tools and
systems @ Time in lieu ® Unpaid leave

* Volunteer leave
100%

=00
PAID PARENTAL LEAVE

RETURN TO
PRIMARY ~ SECONDARY WORK AFTER
CARER CARER PARENTAL
LEAVE

Headcount: 144 (FTE)

Founded over sixty years ago, FB Rice is Australia’s leading independent intellectual property firm.
FB Rice is privately owned by the partners, does not have external shareholders or shares traded on
the stock market, and does not have a law firm within our practice. Nor is the firm aligned to any
one law firm. So intellectual property is our sole focus, which ensures the best possible

INITIATIVES:

SUMMARY AND HIGHLIGHTS:

The FB Rice group is formally governed by
the Executive Board consisting of the
Managing Partner and three other elected
Partners operating under formally delegated
authority. As part of their induction, all new
employees are taken through the values and
code of conduct for FB Rice. This is further
instilled through the formal Continuing
Professional Education program.

 Corporate donations
* Internal appeals and
collections ® Workplace
giving matching ® Workplace
giving programs

development and protection for our clients’ intellectual property. We are experts in the protection
of intellectual property and we work with our clients to create strategies with high commercial
impact.

FB Rice brings together forward-thinking individuals from a range of disciplines and
encourages them to look beyond the constraints of their own specialisation. Our expertise

encompasses biotechnology, chemistry, engineering, medical technology,

pharmaceuticals, software and information technology and trade marks.

We provide coverage across all aspects of intellectual property prosecution

practice including: ® Preparation, filing and prosecution of patent applications
in Australia and New Zealand ® Oppositions in Australia and other
countries ® Infringement, clearance and validity searches and
opinions ® Filing and prosecution of trade marks, registered
designs and plant breeders’ rights.

INITIATIVES:
® Boards ® Organised
volunteering activities ® Paid
volunteer time for employees

y

CODEOF  COMPLAINTS RISK BCP OR
CONDUCT & GRIEVANCE MANAGEMENT ERP
TRAINING ~ MECHANISM PLAN IN DEV'T

Further
information
from AusLSA

The below icons provide limited
information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro
Bono Centre and on individual firm’'s websites.

INITIATIVES:

o Cultural awareness training
* Internship and employment programs
* Non Legal volunteering and secondments
* Pro bono support

—

AUSTRALIAN
LEGAL SECTOR

ALLIANCE

PROMOTED v/
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SUSTAINABLE  STANDARDS  STANDARDS ~ MODERN FEDERAL

SUPPLY CHAIN  APPLY TO APPLY TO SLAVERY  LEGISLATION

MANAGEMENT  EXISTING NEW PROGRAM  PARTICIPATION
SUPPLIERS  SUPPLIERS IN DEV'T

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

FB Rice has for some years measured its
environmental footprint. Measurement includes
working with our partner, Pangolin Associates, to
determine the greenhouse gas (GHG) emissions
and other impacts from our business operations,
including cooling and heating our offices, business
travel and electricity used for our computers.

FB Rice has moved to E-files rather than paper
based files which has lead to a dramatic reduction
in paper usage.

FB Rice offsets its carbon footprint.

Social responsibility is not only a policy at FB Rice, it
is ingrained into our way of working.

Our active engagement with humanitarian and
charitable causes is a defining feature of our
people, and has been since the firm began.

We think that charities and not-for-profits are pillars
of our communities. This is reflected in both the
organisations with whom we work and the charities
that we support.

Most of our pro-bono and philanthropic programs
are started by our people, who have great passion
and are keen to make a contribution to the
communities in which we live and work.



http://www.probonocentre.org.au/information-on-pro-bono
https://www.fbrice.com.au/
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OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

FPA is focused on recruiting, retaining and
engaging the best minds. This is
fundamental to FPA's operations and
underpins our core values of Excellence,
Collaboration, Care and Accountability. FPA
is proud of its industry leading policies as an
employer of choice, comprehensive rewards/
benefits/ recognition initiatives as well as our
learning and development programs
focused on both professional and personal
skills development.

Key areas of focus over the past 3 years
include diversity and inclusion programs,
raising awareness around workplace
behaviour, challenging unconscious biases
and promoting positive mental health in the
work place.

O

A
The firm scored a very strong 86% score in a (2
recent staff engagement survey. Our Staff Q
Values and Recognition awards recognition
strong performance and demonstration of
the firm’s values.

We have 100% engagement in our annual
performance appraisal process to ensure
timely feedback and development of staff.
This is supporting by mentoring programs
and 1 on 1 coaching initiatives. Our staff
turnover rates are well below the industry
average. FPA has a dedicated P&C function
committed to looking after its people.

sharing ® Pandemic leave ® Domestic abuse
leave ¢ Part time options ® Phased retirement
® Purchase Leave ® Religious and Ceremonial
Leave ® Return from leave concessions
* Study leave ® Telecommuting tools and
systems @ Time in lieu ® Unpaid leave

Q~0» INITIATIVES: 6~((

* Mental health first aid training and

Champion/Manager ® Mindfullness and
Stress Management Training ® RUOK

—
g Y = o
£ PAID PARENTAL LEAVE RETURN TO

PATENT ATTORNEYS

i POLICY INITIATIVES:
v
§|@‘ INITIATIVES: o[t s
! .‘ Py . .
M PUBLISHED v/ * Gender sensitive promotion and recruitment POLICY 0.23t
¢ Internal networks or committees ® International ) e
INITIATIVES: Women's Day ¢ Structured female advancement |_©| 0.09%
Traini program e Training - Gender inclusion e
® Training - LGBTIQ awareness IN DEV'T
unconscious bias and inclusion
POLICY @0 0%
=™ 40
— ()
9 GENDER 40 A)
EQUITY H
PUBLISHED v/ I T T
oOG\CAL |y, 146t
60%

* Psychological support/EAP
* Mental Health Awareness Week

support ® Mental Health

243t — 3.7t/employee

programs ® Salary continuance

Q * Discount health insurance
POLICY ® Ergonomics ® Gym

memberships ® Fitness and
- wellbeing awareness and promotion
sﬁgcgs ® Flu vaccinations ® Fruit boxes

® Proactive health checks ® Team events
participation ® Work based physical

fitness

% OFFICES C
100%

il

2020 AusLSA
SUSTAINABILITY PROFILE

FPA

Floor Area: 1,393m2 K

SURVEYS

INITIATIVES:
* Career break/Sabbaticals
o Carer's leave ® Child Care
* Flexible hours of work  Flexible
working comms and support ¢ Job

Patent
Attorneys

(=, m
T A CH

%

Office availa®™

Headcount: 65 (FTE)

* Volunteer leave

FPA Patent Attorneys is an independent, top tier, Australian based, private incorporated
registered attorney firm that is wholly owned by QANTM Intellectual Property Limited,
an Australian Securities Exchanged listed company.

PRIMARY ~ SECONDARY WORK AFTER
CARER CARER PARENTAL

INITIATIVES:

o Charitable Foundation

r
V]
OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

FPA Patent Attorneys (FPA) is a subsidiary of QANTM
Intellectual Property (QIP) and reports to the QIP Board
regularly. The oversight of FPA is provided through the
Managing Director who heads up the 2 Australian
offices and the Singapore office. There is accounting
oversight through our systems. Senior Management
meet with the Managing Director on a regular basis.

e Corporate donations
* External events and appeals
* Internal appeals and
collections ® Workplace giving
matching ® Workplace giving
programs

INITIATIVES:
* Blood donations ® Boards
* Charity events and appeals
* General Community

Volunteering ® Host or lead

external events ® Organised

volunteering activities ® Paid
volunteer time for employees ®
Student tutoring and mentoring

£
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RISK

Further
information
from AusLSA

The below icons provide limited
information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro
Bono Centre and on individual firm’s websites.

INITIATIVES:

o Cultural awareness training

MODERN FEDERAL
SLAVERY  LEGISLATION
PROGRAM  PARTICIPATION
IN DEV'T IN DEV'T

AUSTRALIAN
LEGAL SECTOR

ALLIANCE

PROMOTED v/

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

We regularly review all operations to reduce waste
and promote recycling.

During this last year, we developed a Corporate
Social Responsibility initiative, highlighting the
various sustainability programs currently in place
and being developed across the organisation. A
corporate social responsibility committee was also
established to proactively progress the various
initiatives such as ewaste disposal of legacy
computers and other IT hardware.

FPA supports an outreach program for
disadvantaged homeless people in the community
through charitable donations from staff.

The firm provides every employee with one day of
paid leave per year to undertake work with a
registered charitable organisation of their choice.

The firm'’s internal charity fund raising initiative
supported victims of bush fire, drought and animal
welfare in 2020.

Parent company matched dollar for dollar internal
fund raising for the World's Greatest Shave,
initiated by our employees.



https://www.unglobalcompact.org/what-is-gc/mission/principles
http://qantmip.com/about-qantm/governance/
http://qantmip.com/wp-content/uploads/2020/08/2020-Full-Year-Results-Investor-Presentation.pdf
http://qantmip.com/wp-content/uploads/2020/08/2020-Full-Year-Results-Investor-Presentation.pdf
http://qantmip.com/wp-content/uploads/2020/08/2020-Full-Year-Results-Investor-Presentation.pdf
http://qantmip.com/wp-content/uploads/2020/08/2020-Full-Year-Results-Investor-Presentation.pdf
http://www.probonocentre.org.au/information-on-pro-bono
https://www.fpapatents.com/

2020 |vevsir | GADENS

OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

Gadens' Employee Program is aligned with
our strategic intent of being an employer
of choice. Priority areas are:

¢ Flexibility — We recognise that staff need
to achieve an effective balance between
their work and other commitments, and
that a flexible workplace is essential to
attracting and retaining high performing
people.

¢ Diversity and inclusion — We engage
with staff to create an environment that
promotes individuality and diversity. Our
Indigenous Intern Program has been
operating for over 13 years (to date we
have employed over 27 interns). We
signed up to the CareerTrackers 10x10
Program.

¢ Health and wellbeing — Our wellbeing
initiatives support a healthy and
balanced lifestyle, providing
opportunities for staff to mentally and
physically unwind through participation
in a range of activities.

¢ Learning and development — Our L&D
Framework has been designed to
deliver focused, career-long L&D to
improve skills at all levels and support
career progression. This covers technical
and business skills training, and
providing support for education
assistance.

e Corporate social responsibility — We
maintain a culture of sustainability and
sound corporate responsibility. We assist
the communities in which we live and
work, enhance access to the legal
system and embrace social
responsibility.

it Purple
POLICY sol
FEMALE
- GENDER PROFILE
PuBLISHED v JIECIC N \

« AV K
© AVADAA
o INITIATIVES: X\ ] ~

a :s}’li:illogticig iuplplort/EAdP . Menrttal \CA‘- WELLe ‘
ea Irst ail raining and suppol
15 <, S\ =

¢ Mindfullness and Stress Management
Training ® RUOK programs

INITIATIVES:

® Green Star rated buildings
4-6 star ® Earth Hour ® Bio waste

INITIATIVES: separation
PUBLISHED v/ * Employer of Choice for Gender Equality ® 3.0t
X Equitable Briefing Commitment (CommBar/LCA/etc) °
INITIATIVES: * International Women's Day ® Law Council D & | 0.30%
* Training - LGBTIQ awareness Charter ¢ Pay Equity Ambassador e Training - Gender
nconscious bias and inclusion ® Wear inclusion
893t
89%

1,002t — 1.9t/employee

INITIATIVES:

* Discount health insurance o
¢ Ergonomics ® Gym
memberships ¢ Fitness and
wellbeing awareness and promotion

L

YC
%gc L”VC

L Ma.s.l,:ell;;/:C'c'il'r;aatri’:r;?/e.ni;u;)tatr)‘t?:i:sation 2020 Au S LSA OFFICES
* Work based physical fitness S USTAI NABI LITY PRO FI LE 100%
POLICY

=) m
T ACE
QV o Career break/Sabbaticals
e Carer's leave ® Flexible hours of %
work ® Flexible working comms and
support ® Job sharing ® Part time
options ® Phased retirement ® Purchase
Leave e Study leave ® Telecommuting
tools and systems  Time in lieu

® Unpaid leave ® Volunteer leave

S
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PAID PARENTAL LEAVE Jiimyerelf

1
PRIMARY ~ SECONDARY WORK AFTER
PUBLISHED v [V CARER  PARENTAL
LEAVE
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Office availa®™

Headcount: 526 (FTE) Floor Area: 13,573m2 @

Gadens is a leading, independent Australian law firm with offices in Adelaide, Brisbane,

Melbourne and Sydney. We have over 80 partners and 550 staff across Australia. Our vision is to
be a preeminent, independent firm renowned for providing outstanding client service, innovative
solutions and value.

POLICY

INITIATIVES:

* Corporate donations

r
V]
OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

Gadens has an Operations and Risk Management Framework that
is underpinned by our values and prescribes our approach to
corporate governance, risk management and compliance with legal
and regulatory requirements. The framework incorporates extensive

business continuity and disaster recovery protocols. Our i

with clients, contractors and suppliers is guided by this framework.

For each decision that is to be made, we undertake an analysis of
the impact that a particular risk or group of risks may have on the
firm'’s operations, and ensure that mitigating controls and / or actions

are put in place to minimise such impact.

In support of our actions, we have a significant number of policies and
procedures in place that govern the firm and ensure our compliance
with all relevant laws. Our Operations and Risk Management

Framework covers the following areas:

Governance and Ethics,

Workplace Health and Safety (WHS),
Quality,

Sustainability,

Procurement, and

Business Continuity.

Our Boards and Executive Management Teams operate

Our core values are the firm’s foundation and reflect the essence and character of the firm — they
define how we interact with one another and our clients. We promote individuality and
diversity while instilling pride in the firm and our values, are committed to equality in the
workplace. Gadens recognises that our enduring success requires economic growth that
both protects and promotes social equity and ecological sustainability. We strive to
create a culture where the principles of sustainability and sound corporate

responsibility are embraced and lived by our people every day. We seek to make a
difference in the world by contributing to the development of the communities
in which we live and work.

¢ External events and
appeals ® Internal appeals
and collections ® Workplace
giving programs

INITIATIVES:
* Blood donations ® Boards
o Charity events and appeals
® General Community

Volunteering ® Host or lead
external events ® Secondments to
. .. A ¢ NGOs e Student tutoring and

We are committed to giving back, and our people participate in mentoring ¢

projects that make a difference. We recognise the importance
of fostering sustainable communities, minimising our
impact on the environment and taking
responsibility for our environmental

footprint.

nteraction
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TRAINING ~ MECHANISM PLAN

Further
information
from AusLSA

The below icons provide limited
information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro
Bono Centre and on individual firm’'s websites.

SUPPLIER O&

A
sV STANDARDS COVER:
Iy

¢ Community
Development ® Environmental

INITIATIVES:
o Affirmative procurement programs
¢ Internship and employment programs
¢ NAIDOC Week activities ® National
(7 Impacts ¢ Fair.Labour Practit':es Reconciliation Week ® Non Legal volunteering
* Gender Equality ® Human Rights and secondments ¢ Pro bono support
¢ Indigenous Inclusion ® Reconciliation Action Plan

& () () £

SUSTAINABLE  STANDARDS STANDARDS ~ FEDERAL
SUPPLY CHAIN  APPLY TO APPLYTO  LEGISLATION
MANAGEMENT  EXISTING NEW PARTICIPATION

AUSTRALIAN
LEGAL SECTOR

ALLIANCE

PROMOTED v/

within the above governance framework and are accountable SUPPLIERS  SUPPLIERS  IN DEV'T
for their respective areas of responsibility. Equity and other

partner meetings are held as required.

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

Gadens aims to be recognised as an
environmentally responsible business that respects
the environment and communities in which it
operates. We believe our commitment to
managing our operations in an environmentally
sustainable manner will maximise value for the firm
and all our stakeholders.

We are committed to minimising adverse
environmental impacts and reducing our
environmental footprint by continually reviewing
operations and improving the efficiency of our
natural resource consumption.

Our initiatives are focused around:

® Reducing our power consumption and
minimising energy use;

¢ Reducing paper usage or only using carbon
neutral, acid-free paper.

¢ Moving towards a more electronic way of
working across the firm.

® Making environmentally sustainable procurement
decisions and ensuring our key, discretional
suppliers are adopting sustainable business
practices wherever possible.

® Improving our waste management and recycling
practices.

As a law firm, our privileged professional standing
confers a responsibility to contribute to the general
betterment of our community. This includes our
professional and ethical responsibility to enhance
access to the legal system.

We also have a responsibility to assist
disadvantaged and marginalised people within the
communities in which we live and work.

We are signatories to the Australian Pro Bono
Centre's Target, and we encourage staff across all
areas and levels of our firm to proactively undertake
pro bono work and participate in community
assistance initiatives.

The five key priority areas nationally that form the
basis of our pro bono program are:

Homelessness

Indigenous Australians
Refugees and asylum seekers
Women and children in need
Mental health

Gadens has a long history of supporting emerging
and established artists. Our involvement with the
arts extends beyond traditional forms of corporate
support such as sponsorships and corporate art
collections, to the integration of the arts into many
facets of the firm. Our approach to the arts is based
on a philosophy of creative engagement designed
to encourage our people to think outside the box
and to feel comfortable sharing ideas.



http://www.probonocentre.org.au/information-on-pro-bono
http://www.gadens.com/Pages/default.aspx

2020 |vevsix | GILBERT + TOBIN

OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

Gilbert + Tobin is an egalitarian, open-
minded meritocracy committed to the

growth and development of our people. We

embrace change with enthusiasm and we
are committed to absolute excellence in
everything we do.

We aim to create a positive and culturally
aware workplace, where all people are
treated with dignity and respect. Our
commitment to diversity and inclusion has
always been an integral part of our culture
and the way we do business.

We currently lead the legal industry in

gender diversity, with the highest proportion

of female partners (36%) among the major

top-tier firms in Australia — however we know

there is more we can do. In 2018 we
introduced a target of 40% women in
partnership by 2023 with a longer-term goal
of gender parity.

We pay super on unpaid parental leave to
men + women and provide employees with

POLICY

=e

1 1

INITIATIVES:

o Client advocate LGBTI events ® Diversity
Council Australia ® Hosting or leading
external programs ¢ IDAHOT Week
* Internal networks or committees ® Legal
support ® LGBTI Awareness training
* Pride in Diversity Membership
® Wear it Purple

U

\% €,
Q\O INTIATIVES: {¢
o * Psychological support/EAP 0
A * Mental Health Awareness Week «/
0) * Mental health first aid training and z
Q support ® Mental health first aid training 0

and support ® Mental Health
Champion/Manager ® Mindfullness and
Stress Management Training ® Resilience at
Law participation ® RUOK programs
* Salary continuance  Signatory - Minds

]

INITIATIVES:

* Diversity Council of Australia - Major sponsor
* Employer of Choice for Gender Equality ® Hosting
or leading external programs e Internal networks or
committees ® International Women's Day ® Structured
female advancement program e Training - Gender

inclusion
POLICY
FEMALE
Lia GENDER GENDER PROFILE
NN T0W4 EQUTY  PARTNERS  LEGAL  NON-LEGAL

TARGET STAFF STAFF

INITIATIVES: 6}4,

* Ergonomics ® Fitness and o
wellbeing awareness and

\Q'  Green Star rated buildings 4-6 g
AN

INITIATIVES: ¥
o o CitySwitch Green Office

star ® National Greenhouse and m
Energy Reporting (NGERs) compliant z
-]

reporting ® Earth Hour  NABERS
tenancy energy ratings ¢ Climate Active
o Plastic Free July

POLICY @ @ @

ENV. ENV. EMS
IMPROVEMENT MANAGEMENT CERTIFICATION
PUBLISHED v TARGET ~ SYSTEM (EMS)

Qw
<
0%

GROSS o
1,961t — 2.6t/employee 'ks\

0.05% 0.15%

[ YWE& D 028%

5.5t

SCOPE Ot
TWO 0%
SCOPE 1,956t
THREE 72%

CARBON
OFFSETS &
RENEWABLES

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

G+T has Climate Active carbon neutral certification
as both an organisation and a service. Our
Environment Management System is AusLSA
certified and focuses on the areas where we have a
material impact as a law firm.

We are committed to implementing a consistent
and high standard of environmental management
that enables us to continually improve our
environmental performance and to confidently
assert ourselves as responsible contributors to our
clients” supply chains.

We are a City Switch program signatory in Sydney
and are committed to maintaining a 5-star NABERS
Energy (Tenancy) rating for our Sydney
headquarters.

a work from home IT kit delivered to their
door, to support them in embracing
flexibility.

2020 AusLSA
SUSTAINABILITY PROFILE

GILBERT
+TOBIN

Headcount: 761 (FTE) Floor Area: 12,284m2 @

,
e S Gilbert + Tobin is a leading Australian law firm, advising clients on their most
TR GRAER  PARENTAL 792 significant corporate transactions, regulatory matters and disputes. We provide

LEAVE commercial and innovative legal solutions for ASX leading companies, major
infrastructure and services providers as well as government and public authorities
across Australia and around the world.

Count TIMF Guidelines - " .
promotion e Flu vaccinations ® Fruit
POLICY boxes » Massages ® Proactive health
checks ® Team events participation
* Work based physical fitness
5 STAFF
SURVEYS POLICY

\%"E W O R Ir A SUREYS
Qj’ INITIATIVES: <‘7

N o Career break /Sabbaticals
Q e Carer's leave ® Flexible hours of

work ® Job sharing ® Leave buy back

* Parental leave superannuation ® Part

time options ¢ Purchase Leave ® Study
leave ® Telecommuting tools and systems
 Time in lieu ® Unpaid leave  Volunteer

leave

Our commitment to inclusion starts at the
top and we are proud that our managing
partner, Danny Gilbert, is co-chair of the
Cape York Partnership has taken a leading
role in promoting the Uluru Statement From
The Heart.

POLICY

Y-
QA P\
I ~—
=

OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

PAID PARENTAL LEAVE

An international leader in M&A, private equity, capital markets, competition and
regulation and technology and digital, we work on complex issues that define
and direct the market.

Established in 1988, we have one of the highest proportions of female
partners of any major Australian law firm and are acknowledged as a
pioneer in providing pro bono services.

G+T has a board responsible for overall firm
governance. We are committed to a board
with a minimum of 30% women. The board
meets monthly and all operational groups
submit monthly reports. We have a
Corporate Social Responsibility Committee,
Pro Bono Committee and People Leaders
Group which govern their respective areas
and report into the Board. We conduct
quarterly operations compliance reviews to
test and report on internal processes and
activities.

CODEOF  COMPLAINTS
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TRAINING ~ MECHANISM PLAN

RISK

Further
information
from AusLSA

The below icons provide limited
information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro
Bono Centre and on individual firm’s websites.

SUPPLIER O&

STANDARDS COVER:

 Environmental Impacts
e Fair Labour Practices
® Human Rights ® Indigenous
Inclusion
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INITIATIVES:

e Charitable Foundation
 Corporate donations
 External events and appeals
¢ Internal appeals and
collections ® Workplace giving
matching ® Workplace giving
programs

y- N

INITIATIVES: K&

® Boards  Charity events
and appeals ® Organised
volunteering activities ® Paid
volunteer time for employees
* Secondments to NGOs e Skilled
volunteering ® Student tutoring and
mentoring

N

INITIATIVES:

o Affirmative procurement
programs e Alliance with Chalk &
Behrendt e Cultural awareness training
* Internship and employment programs
* NAIDOC Week activities ® National
Reconciliation Week ® Non Legal volunteering
and secondments ® Pro bono support
 Reconciliation Action Plan ® Scholarships and
student mentoring ® Collaboration for
reconciliation

G+T 's largest contribution to the community is
through our national pro bono practice. Our work is
particularly focused on issues affecting Indigenous
peoples, refugees, people with disabilities and the
protection of human rights. In FY2020, we
completed 25,459 hours of pro bono work - an
average of 57.5 hours per lawyer, conservatively
valued at over $12.8 million.

We engage with Indigenous communities through
our Reconciliation Action Plan (RAP), which focuses
on a cadetship program for Indigenous law
students, career development for Indigenous
lawyers, procurement from Indigenous businesses
and mentoring for Indigenous students.

We have been vocal proponents of the Uluru
Statement from the Heart and the campaign for an
Indigenous Voice to Parliament. We support
organisations that work to empower Indigenous
people, women and young people, including the
Cape York Partnership, Football United, Creating
Chances, Women'’s Justice Network, Shine for Kids
and Monterey Secondary College.

We are principal sponsor of the G+T Centre of
Public Law at the University of NSW. The Centre
plays a prominent, independent role in public
debate on a range of issues vital to Australia’s
future including Charters of Rights, reconciliation,
constitutional recognition and native title.



https://www.gtlaw.com.au/about-us
https://www.gtlaw.com.au/about-us/women-gt
https://cdn.brandfolder.io/3RTTK3BV/as/pwvwfq-141j28-7skujp/GT_Our_Benefits_Flyer.pdf
https://www.insidehr.com.au/gilbert-tobin-gender-diversity/
https://www.gtlaw.com.au/ about-us/out-gt
http://www.probonocentre.org.au/information-on-pro-bono
https://www.gtlaw.com.au/
https://www.gtlaw.com.au/about-us/community

2020

OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

Hall & Wilcox is proud of its culture.

We are committed to creating a workplace
that is welcoming, inclusive and supportive.
Ongoing development of our people is a
key priority.

We are committed to building and
supporting a learning culture which features
structured learing and development
programs aligned to the firm’s strategy,
creating a high performance learning
culture. This includes supporting our people
to work flexibly to balance their professional,
personal and family life, health and
wellbeing. This includes formal flexible
arrangements and informal arrangements
such as agile working. This is central to our
ongoing commitment to the wellbeing of all
of our people.

We advocate a holistic approach to
wellbeing to support our people both in and
outside the workplace. This is also achieved
by our pro bono practice and our
engagement with not-for-profit community
groups, individuals and charities. We run a
coordinated pro bono practice that
acknowledges the time spent by our people
on pro bono matters. Recognising that there
is a compelling unmet need for these legal
services in our community, we encourage
and give full credit for pro bono work to
everyone at the firm.

vevser | HALL & WILCOX
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INITIATIVES:

¢ Employer of Choice for Gender Equality
* Equitable Briefing Commitment
(CommBar/LCA/etc) ® Internal networks or
committees ® International Women's Day ® NSW Law

compliant reporting ® Earth Hour
* World Environment Day

SCOPE
ONE
INITIATIVES:
* Hosting or leading external programs
* IDAHOT Week  LGBTI Awareness

training ® Wear it Purple ® Wear it Purple Society Charter ® Stl:uF:tured femalg adva(ncement SCOPE 608t
¢ Midsumma/Mardi Gras Recognition program  Training - Gender inclusion TWO 58%
® Trans Awareness Week
POLICY C@¢| 20%
® SCOPE 428t
L GENDER PROFILE
(EDEA THREE 41%

EQUTY ~ PARTNERS ~ LEGAL  NON-LEGAL
PUBLISHED v Ity STAFF STAFF

<«

CARBON
OFFSETS &
RENEWABLES

<>

(I * Psychological support/EAP «
AL ¢ Mindfullness and Stress -~
0) * Management Training ® RUOK $
Q programs ® Salary continuance ® 0
Signatory - Minds Count TIMF

\oht WEL s

.\6 INITIATIVES: &
Q~b ® Ergonomics ® Gym ¢o

Guidelines
POLICY
memberships ® Fitness and
|© wellbeing awareness and
N STAFF promotion ® Flu vaccinations  Fruit
SRS boxes ® Massages ¢ Proactive health
checks ® Work based physical fitness

POLICY

CYCL”VC

OFFICES

A2
2020 AusLSA

SUSTAINABILITY PROFILE

Hall&Wilcox

PUBLISHED v/

STAFF
SURVEYS

Qj’\a INITIATIVES: p<

N ® Career break/Sabbaticals o
Q o Carer's leave * Flexible hours of 6\

work ® Job sharing ® Purchase Leave

%

Office ava'\\a‘d‘\‘\“
* Religious and Ceremonial Leave ®
Return from leave concessions ® Study
leave ® Telecommuting tools and systems
® Time in lieu ® Unpaid leave

POLICY \
OLIC 100% R < k\\ Headcount: 733 (FTE) Floor Area: 10,622m?2 @
OB pain parenTAL LEAVE [Pyt &\\ Q 2 \ %
EYETTIA LR SECOIDARY WORKAFTER 73 Q’A\\ Hall & Wilcox is a leading independent Australian law firm of around 750 people, including more /
EA > than 90 partners, delivering outstanding legal services to corporate, public sector and private

clients, both Australian-based and those offshore doing business in Australia. Our purpose is to

enable our clients, our people and our communities to thrive. INITIATIVES:

7

\ %

OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

The Hall & Wilcox Board of Partners (Board) is responsible for
firm strategy, firm governance, firm clients, firm performance
and risk management. The Board discharges its responsibility
for risk management via the firm'’s Legal Excellence & Risk
Committee (a subcommittee of the Board) as regards client/
legal risks, and via the COO, the Managing Partner and the
firm’s Corporate Services managers as regards all other

categories of risk.

Responsibility for individual risks is allocated in accordance
with the firm’s Risk Register, which is maintained by the COO
and the General Counsel. The Risk Register allocates
responsibility for business continuity risk to the COO, as
regards physical risks to building and equipment, and to the

IT Manager, as regards technology risk.

The firm’s Executive Leadership Team (ELT) is responsible
for collaborating in leading the firm and its practices.
The ELT is responsible for managing firm operations.

Responsibility for managing individual firm policies that
govern the conduct of firm personnel is allocated
primarily to the relevant Corporate Services manager.
Each policy will be overseen by either the Board or the ELT, MANAGEMENT  NEW
in conjunction with the relevant firm committee (if

e Corporate donations
 External events and
appeals ® Internal appeals
and collections

QOur success depends upon the success of our clients, our people, and the communities in
which we live. We're renowned for our Smarter Law approach, which means we look beyond

the status quo to think differently and find solutions that are better, faster and cheaper.

Smarter Law includes enabling technology, challenging business models, innovative
pricing and creative resourcing. We work with clients across sectors who lead, challenge
and reshape their own industries. We build strong and enduring client relationships.
Clients tell us they value our commerciality, our responsive and personal service
and our interest in their business and industry. Our collegial culture, shaped by
our Hallmarks, guides the way everyone at Hall & Wilcox works every day.

INITIATIVES:
* Blood donations
® Boards ¢ Charity events and
appeals ® General Community
Volunteering
* Organised volunteering activities
o Skilled volunteering

We contribute to our communities through many areas, including
e Student tutoring and mentoring

our substantial pro bono work, community initiatives and
partnerships, sustainable environmental and supply
chain practices and our Emerging Artists

Program.

CODEOF  COMPLAINTS BCP OR
CONDUCT & GRIEVANCE MANAGEMENT ERP

TRAINING ~ MECHANISM PLAN

RISK

Further
information
from AusLSA

The below icons provide limited
information about the firm’s legal pro

SUPPLIER O&

STANDARDS COVER:

INITIATIVES:

o Cultural awareness training

e Community Development

e Environmental Impacts ® Fair bono commitment. More extensive * Internship and employment programs
Consumer and Competition z information is reported by the Australian Pro * NAIDOC Week activities ® National
® Practices ® Fair Labour Practices -] Bono Centre and on individual firm’s websites. Reconciliation Week ® Reconciliation Action

* Gender Equality ® Human Rights
* Indigenous Inclusion

&) (@

SUSTAINABLE  STANDARDS ~ MODERN FEDERAL
SUPPLY CHAIN  APPLY TO SLAVERY  LEGISLATION
PROGRAM  PARTICIPATION
SUPPLIERS IN DEV'T

Plan e Scholarships and student mentoring

AUSTRALIAN ® Yalari charity

LEGAL SECTOR
ALLIANCE

PROMOTED v/

applicable), depending on the subject matter of the policy.

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

At Hall & Wilcox, our purpose is “To enable our
people, our clients and our communities to thrive”.
To stay true to this purpose, we are committed as a
firm to taking a leadership role in responding to the
challenge of climate change.

We have an active Environment Committee that
meets and reports regularly. Our Environment
Committee runs awareness events, recycling
training and other activities in support of
sustainability initiatives.

We have substantially reduced our emissions and
environmental footprint in recent years through
going open-plan, reducing paper use and similar
projects. This has resulted in a 38% reduction in
per-employee emissions between 2012 and 2019. In
the last 2 years we have been offsetting all of our
scope 1 and scope 2 emissions by purchasing gold
standard carbon credits from WithOneSeed (a
certified carbon farming program in Timor Leste).

We are beginning the process of official
certification as carbon neutral and expect to
achieve this over the next financial year. As part of
the certification process our emissions base will
reset, so it is an opportune time to review our
environmental goals and commit to ambitious
emissions reductions. We will continue to report
and review this regularly.

The firm’s community program has a strong focus
on mentorship and education. The firm has a long
and proud history with the Australian Business and
Community Network (ABCN). The firm now
undertakes mentorship programs in nearly all of its
offices assisting students from disadvantaged
schools to realise their full potential.

Continuing this tradition, the firm has been one of
the first participants in the Gawamga Jina
Indigenous Careers Academy, which was initiated
by Career Trackers. This project introduces students
to career paths that they may not previously have
considered. The firm plans to further develop its
involvement in this project.



https://hallandwilcox.com.au/about/inclusion-and-diversity/inclusion/#1506324239578-f82076ba-4009
https://hallandwilcox.com.au/community/environment/
http://www.probonocentre.org.au/information-on-pro-bono
http://hallandwilcox.com.au/
https://hallandwilcox.com.au/community/

https://hallandwilcox.com.au/news/hall-wilcox-launches-reconciliation-action-plan
https://hallandwilcox.com.au/community/pro-bono/

GENERAL
MEMBER

2020

OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

Our Leading for Inclusion strategy for D&I
directly supports the firm’s global strategic
plan.

The following strategies and programs

support our culture: INITIATIVES:
 Hosting or leading external programs
* IDAHOT Week ® Internal networks or
committees ® LGBTI Awareness training
* Pride in Diversity Membership
® Training - LGBTIQ awareness
unconscious bias and inclusion
® Wear it Purple

e global diversity policy

e gender targets (35% women in the
partnership and leadership roles by 2023)

e unconscious bias and inclusive leadership
training

e sponsorship program which supports high
potential lawyers and partners at key
career points

OG\CAL W
QsO\' INITIATIVES: 6((

* Psychological support/EAP 0«
.

® Hosting or leading external

e multiculturalism

e parental Leave A(I
programse Mental Health Awareness
(Q Week ¢ Mental health first aid training
a. and support ® Mental Health
Champion/Manager ® Mindfullness and
Stress Management Training ® Resilience at
Law participation ® RUOK programs e Salary
continuance ® Signatory - Minds Count TIMF
Guidelines

POLICY

STAFF
SURVEYS

¢ 18 weeks paid leave for parents

e individual coaching with external coaches
for lawyers returning to work after parental
leave

e flexible work
e firm-funded emergency childcare

® active global Iris Network for LGBTI-
identifying people and allies

¢ mental health and wellbeing, our global
mental health strategy, Thrive, is built
around awareness and education;
removing stigma; self-help strategies and
providing support/resources.

INITIATIVES:

* Career break/Sabbaticals o
o Carer's leave  Child Care
* Domestic abuse leave ¢ Flexible
hours of work e Job sharing ¢ Part time
options ® Purchase Leave
 Telecommuting tools and systems ® Time
in lieu ® Unpaid leave ® Volunteer leave

Ol

RETURN TO

PAID PARENTAL LEAVE
PRIMARY  SECONDARY WORK AFTER

CARER CARER PARENTAL

LEAVE

\ -
OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

Herbert Smith Freehills’ risk management
strategy is based on building and
maintaining a quality culture and a risk
culture at all levels across the firm and a
robust claims prevention and management
approach. It is underpinned by our
professional and ethical duties as lawyers
and the need to protect our clients and the
firm’s business interests.

CODE OF
CONDUCT
TRAINING

COMPLAINTS RISK

MECHANISM PLAN

The firm’s culture is supported by a
comprehensive program of business and risk
management policies and procedures,
incident reporting, auditing and training.
The firm has a separate In-House Counsel
function which is responsible for managing
professional risk, enterprise and information
security.

R
& GRIEVANCE MANAGEMENT ERP

* Employer of Choice for Gender Equality

(CommBar/LCA/etc) ®
and recruitment ® Hosting or leading external
programs ® International Women's Day ® Pay Equity
Ambassador  Training - Gender inclusion

POLICY

PUBLISHED v/

® Ergonomics ® Gym
memberships ® Fitness and
wellbeing awareness and
promotion ® Flu vaccinations ® Fruit
boxes e Mindfulness ® Proactive health
checks ® Team events participation
* Work based physical fitness

SUSTAINABLE  STANDARDS  STANDARDS

SUPPLY CHAIN
MANAGEMENT

APPLYTO
EXISTING

SUPPLIERS

 Environmental Impacts e Fair “\
Labour Practices ® Gender z
Equality ® Human Rights

¢ Indigenous Inclusion ® UN Global

'HERBERT SMITH FREEHILLS

INITIATIVES: “IO
o e CitySwitch Green Office «

Q  Green Star rated buildings 4-6

> star » National Greenhouse and

z Energy Reporting (NGERSs) compliant “z‘
bl -

INITIATIVES:

reporting ® Earth Hour ® World
Environment Day ® NABERS ratings
* National Recycling Week ® Food
waste composting ® World
environment Day ® Green Teams

2@

PUBLlSHED ‘, \MPROVEMENT

QV?ER Usq

CERTIFICATION:

 Equitable Briefing Commitment
Gender sensitive promotion

71%

( @, FEMALE
T GENDER PROFILE

ER
EQUITY PARTNERS LEGAL NON-LEGAL
TARGET STAFF STAFF

* FSC

2020 AusLSA
SUSTAINABILITY PROFILE

HERBERT
SMITH
FREEHILLS

Headcount: 1,983 (FTE) Floor Area: 41,258m2 @

As a member of AusLSA, Herbert Smith Freehills is committed to reducing our

environmental impact as we grow and evolve. We are at the heart of the new global

business landscape providing premium quality, full-service legal advice to many of

the world’s largest and most influential organisations. As one of the world's leading

law firms, we wholeheartedly believe in our responsibility to contribute to a

sustainable future and we are committed to demonstrating leadership in
proactive environmental protection.

STAFF
SURVEYS

We operate from 27 offices across EMEA, North America and Asia Pacific,
including in four locations in Australia. We care deeply about each of the
communities in which we work, and we take seriously our responsibility
to contribute positively to them.

Further
O information
SUPPLIER & from AusLSA
STANDA_RDS COVER: @ The below icons provide limited
e Community Development information about the firm’s legal pro

bono commitment. More extensive
information is reported by the Australian Pro

—

compact and SDGs

MODERN ~ NSWSTATE ~ FEDERAL

APPLYTO SLAVERY  LEGISLATION LEGISLATION
NEW PROGRAM  PARTICIPATION PARTICIPATION

SUPPLIERS IN DEV'T

Bono Centre and on individual firm’'s websites.

SCOPE 23.0t
ONE 0.36%
SCOPE 2,933t
TWO 47%
3,240t
52%

6,196t — 3.1t/employee

CYCL”VC

OFFICES

100%

%
© Office availab™"

A2

INITIATIVES:

e Charitable Foundation
 Corporate donations
 External events and appeals
* Internal appeals and
collections ® Workplace giving
programs

INITIATIVES:

* Blood donations
¢ Boards e Charity events

and appeals ® General
Community Volunteering
 Organised volunteering
activities ® Paid volunteer time for
employees

INITIATIVES:
 Affirmative procurement

programs e Cultural awareness
training ® Internship and employment
programs ® NAIDOC Week activities

* National Reconciliation Week

 Reconciliation Action Plan ¢ Scholarships and
student mentoring

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

At Herbert Smith Freehills, we recognise that we all
have a part to play in balancing our growth as a
business with reducing our impact on the
environment — we want to create a business
community that operates in an environmentally
sustainable, economically feasible and socially
responsible way.

We strive to align our approach to sustainability
across all of our offices which allows us to respond to
the Sustainable Development Goals (SDGs) on a
global scale, maximising our positive impact.

Along with our Environment Policy, we have a Global
Sustainability Strategy in place with a global
governance structure and we have established Global
Sustainability Goals by 2020. We measure, manage
and report our most significant environmental
impacts to internal and external audiences.

Our commitment to responsible business practices
recognises that sustainability is an ongoing work in
progress. It is work that we undertake with pride, care
and diligence, and in a spirit of collaborative learning
with our suppliers, our partners and employees, and
across the legal sector.

We are committed to using our expertise, resources
and leadership to deliver social impact through our
global pro bono practice. We prioritise vulnerable
groups within society that may be at risk of
marginalisation or systemic disadvantage.

In FY20, our Australian practice provided over
40,000 hours of pro bono legal support to
individuals and not for profit organisations,
provided systemic advocacy, assisted clients
through legal clinics and sent lawyers on pro bono
secondments.

Annually the firm invests AUD$1,000,000 to our
focus areas of need. These donations include
supporting staff fundraising activities. Staff
volunteer in a diverse range of ways including 6
week skills sharing secondments with Jawun in the
East Kimberley, supervising law students under the
CareerTrackers Indigenous Internship Program,
providing business skills workshops to Yalari
students, cooking meals for families at Ronald
McDonald House and high school mentoring.

In September 2018, we launched our second
‘Elevate’ Reconciliation Action Plan (RAP) — the
highest level of endorsement from Reconciliation
Australia. In March 2019, HSF was one of eighteen
law firms in Australia to issue a joint public response
in support of the Uluru Statement from the Heart
and its call for the establishment of a First Nations
voice in the constitution.



http://www.probonocentre.org.au/information-on-pro-bono
https://www.herbertsmithfreehills.com/

2020 |vevsir | HOLDING REDLICH

OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

% INITIATIVES: “IO
o e CitySwitch Green Office «
Q  Green Star rated buildings 4-6
> star » National Greenhouse and

Energy Reporting (NGERSs) compliant “z‘
-]

At Holding Redlich we are committed to
creating a diverse and inclusive workplace in
which all our people can thrive in a
supportive and rewarding environment. By

Holding Redlich aims to promote best practice
sustainability commitments and performances to
further reduce our impact on the environment by
implementing programs and policies to improve our

creating an environment in which our people INITIATIVES: S E reporting « Earth Hour » World sustainability impact.
feel fully supported in all aspects of their IDAHOT Week » Wear ;t Purol 0 Enelteyer @i Clieies ffor Cemelay (Xqueiyy E,nnronme'nt Day » NABERS ratings SCOPE 2.9t T : )
! : Al ¢ S c ple o Equitable Briefing Commitment ational Recycling Week ¢ Food ONE 0.23% Our organisation-wide approach is led by our
work life, we believe this in turn, allows us to (CommBar/LCA/etc) ® International Women's Day ® waste composting ¢ World ° Sustainability Committee, whose purpose is to
retain our people and provide the best Ly G| D& | Cliericr environment Day ¢ Graen Teams support and encourage alll Partners and staff to
service to our clients. 79% POLICY @ improve their environmental awareness and actions at
The People and Development team is FEMALE - SCOPE 1,015t work, while helping the firm pursue its goal of carbon
responsible for the creation and P GENDER PROFILE EN. TWO 78% neutrality.
implementation of business critical initiatives EQUTY  PARTNERS ~ LEGAL  NON-LEGAL INDEVT Rgiciad
that support Holding Redlich in its \CA e S SINE
commitment to creating this environment; \‘OG L W& QER U$4 SCOPE 291t
and which allows our people to feel set up INITIATIVES: (( Q?’ THREE 22%
to succeed. (:2* : & CERTIFICATION:

* Black Dog programs ® PEFC ¢ NCOS

The firm has several initiatives in place to
drive the efforts in the space of well-being, i g

: : : support ® Mindfullness and Stress
performance, ‘gender equaI!ty, d|ver3|ty e_and Management Training  RUOK
inclusion and is always considering how it programs

A ® Psychological support/EAP «/
)  « Mental health first aid training and $
Q o

1,309t — 2.6t/employee

A WELz5
RN
INITIATIVES:

can further support their people.
¢ Ergonomics e Fitness and
wellbeing awareness and promotion

STAFF g aw 2
SURVEYS * Flu vaccinations ® Fruit boxes ® Work

INDEVT based physical fitness

STAFF
SURVEYS
IN DEV'T

CYCL”VC

OFFICES

100% 100%

%
© Office availab™"

A2
2020 AusLSA

SUSTAINABILITY PROFILE

INITIATIVES:

* Career break/Sabbaticals c\
* Carer's leave  Childcare
o Flexible hours of work ® Job sharing
* Part time options ¢ Phased
retiremente Purchase Leave ® Religious
and Ceremonial Leave ¢ Study leave
¢ Telecommuting tools and systems ® Time
in lieu ® Unpaid leave

(2)(2)@ > \\\

4 HOLDING REDLICH

Headcount: 494 (FTE) Floor Area: 12,242m2 @

\ (

Y/

s 4

POLICY

D PAID PARENTAL LEAVE_JEyeri 3 €° \\ With origins dating back to the 1950s, Holding Redlich has a long history of
/ PRIMARY ~ SECONDARY WORK AFTER / \\ 4 X —— . . . L .
CARER  CARER  PARENTAL 9IS — delivering excellent results for our clients. We are a large national commercial law
= LEAVE /

firm with offices in Sydney, Melbourne, Brisbane and Cairns. We comprise 500

. . . ! i INITIATIVES:
people, including partners, and our annual revenue is approximately $100 million.

e Charitable Foundation
e Corporate donations
 External events and appeals

We provide practical solutions tailored to our clients’ needs, underpinned by the Holding Redlich’s legal practice is underpinned by a

12 ' . rmal events and app 4 4 oo
very best legal thinking and expert industry knowledge. But it takes much more e e e T _Sl_tgzrl%rcec(;”r;”a‘::22?;2::;‘;:2{”%?2?22 igf;arLJ:‘sitt';e-
\‘\ than great law to build enduring partnerships — our aim with every client. We matching » Workplace giving

programs work are its pro bono program, workplace giving

understand that our role is to look after our clients and their best interests. program and Reconciliation Action Plan.

OUR GOVERNANCE

We act for a number of Australia’s largest public and private companies, The firm's pro bono program is an integral part of its

SUMMARY AND HIGHLIGHTS: addressing some of their most complex and important business issues. INITIATIVES: el work and culture in fulfilling its commitment to human
We provide our clients with legal, commercial and strategic . Boar‘dg'ﬁ’"&gﬁ?ya;&"nsts o rights and social justice. The work performed through

As a law firm it is our personal and professional duty to know the law, solutions founded on our legal and industry experience appeals * Organised our pro bono program covers a number of areas of

and to apply and comply with. Our legal practice is governed by / volunteering activities law and groups of people, including refugees and

laws, regulations and the common law. asylum seekers, First Nations peoples, women and
youth at risk, elder abuse, the arts, employment law

and discrimination, and charities and not-for-profits.

Client Commitment Charter outlines our commitment to provide
high quality client service in all interactions with our clients without
discriminations.

The Holding Redlich Social Justice Fund (workplace
giving program) receives individual contributions from
partners and staff, with all individual contributions
being matched by the firm. The Fund makes biannual
donations to our charity partners, and currently

Quality Assurance Framework ensures we provide the highest CODEOF  COMPLANTS RISK R
quality and updated advice in order to meet risk management A e RV

requirements.

Risk management team responsible for implementing risk

> e ! o " Further .
minimising practices and policies, conducting procedures that @ i focuses on supporting vulnerable young people and
reduce risk, as well as managing the business continuity plan. .\ SUPPLIER O& from AusLSA women experiencing family violence.
Sustginak?ility Clommittlee manages the‘sustla‘inability of our QV ?Zﬁ‘m:ﬁg%i\ggxﬂi‘:t inflrﬂi;ii";éﬁ":tﬁg‘ﬁizl;em;tjc:)ro . CuItJ:II::v?LILEsSt.raining Holding Redlich recognises that we have a
services, In.dUdmg environmental SUStamablhty and monitoring our Q * Environmental Impacts ® Fair “\ bono commitment. More extensive * NAIDOC Week activities ® National responSibi“ty to take genume action to engage inand
supply chain for risks related to modern slavery. D Consumer and Competition z information is reported by the Australian Pro Reconciliation Week ® Pro bono support promote reconciliation. The firm's RAP prOVideS a
Numerous policies to ensure our staff have safe and flexible (%] Practices ¢ Fair Labour Practices -1 Bono Centre and on individual firm's websites. ® Reconciliation Action Plan  Collaboration framework for supporting the national reconciliation

* Gender Equality ® Human Rights
¢ Indigenous Inclusion

working environments. for reconciliation movement. We are committed to respecting cultures,
building relationships and creating opportunities for

First Nations peoples.

AUSTRALIAN
LEGAL SECTOR

Diversity and Inclusion Committee to encourage a safe
environment where all our people feel included.

ALLIANCE
For the first time since our establishment, Holding Redlich has IN DEV'T
: - . SUSTAINABLE STANDARDS STANDARDS ~ MODERN  NSWSTATE  FEDERAL
achieved consolidated revenue of +$100M in FY2019-2020, SUPPLYCHAIN APPLYTO  APPLYTO  SLAVERY  LEGISLATION LEGISLATION
requiring us to report on risks of modern slavery within our MANAGEMENT EXISTING ~ NEW  PROGRAM PARTICIPATION PARTICIPATION

; ; ) SUPPLIERS ~ SUPPLIERS  IN DEVT
operations and supply chains and actions to address them

Awarded the Workplace Gender Equality Agency WGEA
Employer of Choice award in 2020.


http://www.probonocentre.org.au/information-on-pro-bono
https://www.holdingredlich.com/
https://www.holdingredlich.com/about
https://www.holdingredlich.com/our-reconciliation-action-plan
https://www.holdingredlich.com/about
https://www.holdingredlich.com/about

2020

vevser | JACKSON MCDONALD

OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

A key priority for the firm is to recruit,
develop and retain the highest quality
employees who share and demonstrate our
values, and to provide an environment that
enables every employee to optimise their
contribution to the firm and the legal
community.

Q INITIATIVES:

N e CitySwitch Green Office g

AN * Green Star rated buildings 4-6 star ¢\
]

INITIATIVES: z e Earth Hour ® World Environment Day

* Gender Pay Gap Analysis ® Hosting or leading
external programs ® Internal networks or committees
* International Women's Day ® Training - Gender
inclusion

In line with this, the firm is committed to

providing a work environment where all 5% %Y 69%

employees can expect to pursue their work FEMALE

in a safe and respectful environment, free Pt ‘GENDER PROFILE

from discrimination, harassment, and EQUITY  PARTNERS  LEGAL  NON-LEGAL
. TARGET STAFF  STAFF

bullying.

As such, we require all employees to display
the highest standards of workplace
behaviour including maintaining proper and
professional working relationships at all
times.

& INITIATIVES: (ee

A * Beyond Blue programs
(%] ® Psychological support/EAP $
Q. -« Mental health first aid training and 0
support ® RUOK programs

POLICY Q INITIATIVES: ¢
A

® Ergonomics ® Flu vaccinations
SEECE‘ES ® Proactive health checks ® Work
based physical fitness

Equal opportunity refers to the principle that
all employees shall be treated on their
merits without regard to factors unrelated to
their capacity to perform the duties of their
position and will not be discriminated
against based on factors such as gender,

race or religion etc. POLICY

STAFF
SURVEYS

AL WE(
e ‘es,

2020 AusLSA
SUSTAINABILITY PROFILE

M Jackson
McDonald

Legal Depth | Breadth | Presence

INITIATIVES:

o Carer's leave
® Flexible hours of work e Job
sharing ® Time in lieu ® Unpaid leave

POLICY
PAIDPARENTALLEAVE. ESTYR A\

PRIMARY  SECONDARY WORK AFTER
CARER CARER PARENTAL
LEAVE

Headcount: 133 (FTE) Floor Area: 3,401m2 K

Jackson McDonald is Western Australia’s largest independent law firm employing
over 140 people including 26 partners. By offering a full range of commercial legal
services for over 97 years, we have played an integral role in shaping the State.

We believe our depth of knowledge combined with breadth of service sets us apart
in the WA legal market. We provide our clients with clear, concise legal advice that
is tailored to all of their commercial and operational needs by delivering strong
partner engagement and utililising our unmatched connections within Western
Australia.

r
V]
OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

Our local presence enables us to service our clients on demand. We are
ideally placed to advise companies, whether established or looking to
grow their operations in our resource-rich State.
Executive Members of the Firm , Partners
and Senior Management undertake
continued professional development around
corporate governance best practices to
ensure our approach is relevant. They attend
accredited training around this. We have a
female member on our Board.

CODEOF  COMPLAINTS RISK R
CONDUCT & GRIEVANCE MANAGEMENT ERP
TRAINING ~ MECHANISM PLAN

Further
information
from AusLSA

The below icons provide limited
information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro
Bono Centre and on individual firm’'s websites.

MODERN
SLAVERY
PROGRAM
IN DEV'T

230t
93%

18.1t
7.3%

248t — 1.9t/employee

% OFFICES C
100%

il

(=, m
T A CH

o "
® Office availa®"

INITIATIVES:

e Charitable Foundation
 Corporate donations

INITIATIVES:

* Blood donations
® Boards ® Organised
volunteering activities

INITIATIVES:
 Affirmative procurement
programs e Cultural awareness
training ® Internship and employment
programs ® NAIDOC Week activities ®
National Reconciliation Week ® Reconciliation
Action Plan

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

Jackson McDonald have a number of staff who
participate and drive environmental initiatives through
out the firm.

We have recycling facilities available and actively used
by staff including paper, glass, plastics, batteries and
toners. Sensor lighting is installed throughout our
premises along with perimeter lights that dim to
adjust to bright outside light.

Further, double sided printing is set as a default for all
printing and electronic filing is strongly encouraged
across all areas.

One of Jackson McDonald’s core values is its
commitment to the community. This includes the
legal profession, charitable groups and specific
community programmes designed to address
community issues and concerns - particularly here
in Western Australia.

The Community Committee is responsible for
managing the firm’'s community work, which
includes fund raising, volunteering activities and
developing ongoing support relationships with
certain community partners which reflect the firm’s
focus and values.

It is important to the Community Committee that
the firm supports disadvantaged groups within our
community and embraces matters that are
important to our staff.

The Community Committee’s focus is on the
following identified areas:

® access to learning (generally in relation to the
law or for disadvantaged groups)

® environmental issues and sustainability

® human health, research and welfare (which is a
broad group encompassing youth issues,
depression, disease and illness, indigenous
issues, disabled people and homelessness)

® animal welfare

e alleviation of poverty



https://www.jacmac.com.au/jm/careers
http://www.probonocentre.org.au/information-on-pro-bono
www.jacmac.com.au
www.jacmac.com.au
https://www.jacmac.com.au/jm/reconciliation

www.jacmac.com.au

2020 |vevezr | KING & WOOD MALLESONS

OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

Creating a great place to work and grow is
central to our business planning and
strategic direction. Our focus is to deliver
people programs and initiatives which create
a working environment where people across
the business are valued, have access to the
support required to do their job as well as
development opportunities tailored to their
needs and the chance to contribute to
something bigger than KWM.

Over the past year we have seen continued
positive results from our inclusion and
equality efforts including our recognition
once again as an Employer of Choice for
Gender Equality.

OV INmmiATIVES:
&

A support/EAP ® Domestic Violence «/
© Z
Q ()

* Mindfullness and Stress Management Training

INITIATIVES:

INITIATIVES: * Earth Hour
® Employer of Choice for Gender Equality
. INIT_IATIVES: * Equitable Briefing Commitment
: TI‘DO,ZEFOQTO\;\/'%STIQ texterTaI %rvogLams (CommBar/LCA/etc) ® Gender sensitive promotion SCOPE 14.4t
eel nternal networks or . . . o,
committees ¢ Law Council Diversity and and recrmtr:nlent ° H|°5t'”9 OIE leading e)fternal ONE 0.24%
Inclusion Charter » Legal support » LGBTI programs @ Internal networks or committees ENV. ENV. EMS
Awareness training ® Pride in Diversity * International Women's Day ® Law Council D & | lMP?ERVgéVITENT g@rﬁﬂgEMNsT) CERTIFICATION
Membership ¢ Training -bL'GBTlg Charter ® Pay Equity Ambassador ® Structured female
awareness unconscious bias an ini - i 1
inclusion s Wear 1t Purple advancement program e Training - Gender inclusion SCOPE 2,845t
* World Aids Day POLICY Q TWO 47%
GENDER GENDERGROKIE
EQUITY -
8 WEEY i e g e SCOPE 3,258t
4 THREE 53%

 Beyond Blue programs ® Black

Dog programs ® Psychological 0

Awareness ¢ Hosting or leading external
programs ® Mental Health Awareness Week
* Mental health first aid training and support

* Mental Health Champion/Manager

\CP\L WEL[e 6,118t — 3.6t/employee

INITIATIVES: &

* Resilience at Law participation ® RUOK X 3 %
programs ¢ Salary continuance ® Signatory - * Discount health insurance o

Minds Count TJIMF Guidelines ® Ergonomics ® Gym

memberships ¢ Fitness and
POLICY wellbeing awareness and promotion
- ¢ Flu vaccinations ® Fruit boxes

STAFF * Massages ® Proactive health checks
SURVEYS ® Team events participation ® Work
based physical fitness

POLICY

CYCL”VC

OFFICES

A2

2020 AusLSA
SUSTAINABILITY PROFILE

KING&WCDD
MALLESONS

Headcount: 1,712 (FTE) Floor Area: 31,137m2 @

Recognised as one of the world's most innovative law firms, King & Wood Mallesons
offers a different perspective to commercial thinking and the client experience. With
access to a global platform, a team of over 2400 lawyers in 28 locations around the

world works with clients to help them understand local challenges, navigate through

STAFF
SURVEYS

INITIATIVES:

* Agile working ® Career
break/Sabbaticals ® Carer's leave
 Child Care ¢ Flexible hours of work
* Flexible working comms and support
* Job sharing ® Part time options
® Purchase Leave ® Return from leave
concessions ® Study leave ® Telecommuting
tools and systems e Time in lieu ® Unpaid
leave * Volunteer leave

%

ffice avai\a‘d‘\‘\“

POLICY

PAID PARENTAL LEAVE Jiwyeeyif

"
PRIMARY  SECONDARY WORK AFTER
PUBLISHED v o= CARER  PARENTAL
LEAVE

INITIATIVES:

* Corporate donations

r
V]
OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

King & Wood Mallesons has a commitment
to developing and implementing sustainable
business practices to minimise our
environmental impact.

We require our suppliers to demonstrate
their commitment to the environment and to
work with us to reduce the environmental
impact of the commercial relationship. In the
same way we work with our clients to
produce sustainable outcomes.

We purchase a significant quantity of
environmentally friendly products in our
hospitality operations and we include a
sustainability target in our office design
briefs.

* Internal appeals and
collections ® Workplace
giving matching ® Workplace
giving programs

regional complexity, and to find commercial solutions that deliver a competitive
advantage for our clients.

As a leading international law firm headquartered in Asia, we help clients to open
doors and unlock opportunities as they look to Asian markets to unleash their full
potential. Combining an unrivalled depth of expertise and breadth of
relationships in our core markets, we are connecting Asia to the world, and

the world to Asia.
We take a partnership approach in working with clients, focusing
not just on what they want, but how they want it. Always
pushing the boundaries of what can be achieved, we are
reshaping the legal market and challenging our
clients to think differently about what a
law firm can be.

INITIATIVES:

* Blood donations
® Boards ® Organised
volunteering activities
® Secondments to NGOs  Skilled
volunteering ® Student tutoring
and mentoring

CODEOF  COMPLAINTS BCP OR
CONDUCT & GRIEVANCE MANAGEMENT ERP

TRAINING ~ MECHANISM PLAN

RISK

Further
information
from AusLSA INITIATIVES:

The below icons provide limited

SUPPLIER 06\

STANDARDS COVER: @

e Community Development “\
 Environmental Impacts e Fair z
Labour Practices ® Gender =

. € v o Affirmative procurement programs
information about the firm’s legal pro e Cultural awareness training ® Internship
bono commitment. More extensive and employment programs ¢ NAIDOC
information is reported by the Australian Pro Week activities ® National Reconciliation
Equality ® Human Rights ® Bono Centre and on individual firm's websites. Week @ Pro bono support ® Reconciliation
Indigenous Inclusion Action Plan e Scholarships and student

6\ ) 5 mentoring ® Collaboration for reconciliation
&

SUSTAINABLE  STANDARDS STANDARDS ~ MODERN ~ NSW STATE ~ FEDERAL

SUPPLY CHAIN  APPLY TO APPLY TO SLAVERY  LEGISLATION LEGISLATION

MANAGEMENT  EXISTING NEW PROGRAM  PARTICIPATION PARTICIPATION
SUPPLIERS ~ SUPPLIERS IN DEV'T

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

King & Wood Mallesons has a commitment to
developing and implementing sustainable business
practices to minimise our environmental impact.

We have implemented processes and technologies
that minimise our carbon footprint, including green
audits, programmed sensors for lighting, low
wattage globes, recycling, video conferencing,
water saving devices and the incorporation of
sustainable design principles in our office fit outs.

We have a social responsibility as one of Australia’s
largest law firms to be accountable for what we
consume, and how this consumption affects the
environment, not only in Australia but also within a
global context.

The firm has made a commitment to actively
reduce our carbon footprint and the impact of our
business on the environment through
implementing changes in all Australian centres. Our
primary focus is on reducing our energy and water
consumption, actively recycling and effectively
managing our waste, making our properties and
premises more efficient, choosing to travel only
when necessary and opting to use video and
teleconferencing facilities for meetings.

We work with our current suppliers, and encourage
potential new suppliers through our tender
processes, to actively participate and deliver
sustainable outcomes in the services they provide
to the firm.

KWM is proud of the ongoing contribution we make
to the Community. Community Impact, KWM's
social impact programme, deploys pro-bono legal
services, social mobility projects, skilled &
community volunteering initiatives and philanthropy
across Australia and Singapore through a strategic
and multi-layered approach to reduce inequality &
poverty affecting young people (especially First
Nations people). Through this approach, our
award-winning social impact programme seeks to
inspire & empower our people to work together to
create a more just society whilst addressing the
structural and major justice challenges of our time.

The central pillars of our work are to improve the
legal system, support equal justice & opportunities,
and strengthen society.

e In FY20 KWM performed 51,292 hours of
pro-bono legal work which equates to 61.90
hours per lawyer annually.

¢ KWM is a signatory to the National Pro-Bono
Target, with a commitment of 35 hours of
pro-bono legal work per lawyer annually.

e Our people donated 4,058 volunteering hours in
FY20

e As at 30 June 2020, DigDeep®, KWM's
Workplace Giving project exceeded $12.5M in
donations. Launched firm-wide in 2002 the
program has resonated, and been well
supported, by KWM partners and staff.

¢ In FY20 $981,204 donated through DigDeep®.



https://www.kwm.com/en/au/about-us/corporate-responsibility/people-and-diversity
http://www.probonocentre.org.au/information-on-pro-bono
http://www.kwm.com/en/au
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2020 | vevse | LANDER & ROGERS

OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

We believe that an inclusive workplace,
where everyone feels valued and can reach
their full potential, is fundamental to our

o CitySwitch Green Office

e Green Star rated buildings 4-6 g
P
-

star ® Earth Hour ¢ World

success. We have a long history of i poLIcY Environment Day e Plastic Free July
involvement in health and wellbeing, with a 4 \ INITIATIVES:  NABERS ® WEL ratings being
long-established Wellness Committee ? © o Employer of Choice for Gender Equality undertaken
(launched in 2008) and a MAX Committee M PUBLISHED v/ * Equitable Briefing Commitment

(CommBar/LCA/etc) ® International Women's Day

(focused on fitness for the mind and body to
support work-life balance), as well as an
Employee Assistance Program.

At the start of 2020 we were named an
Employer of Choice for Gender Equality. The o gL ML
firm was recognised for a range of initiatives

designed to promote gender equality
through pay equity, flexible work practices
and tools, gender neutral parental leave &
opportunities and the promotion of women
to positions of leadership.

@

PUBLISHED v/ g@{;ﬁf“g;“g,

CERTIFICATION:
* FSC « NCOS
¢ OTHER

INITIATIVES:

-& * Psychological support/EAP
(Q ® Mental Health Awareness Week
Q

o . . ® Mental health first aid training and
As citation holders, we will continue to work Spporie RUOK programsllSigratorn o

hard to forge a more gender-balanced Minds Count TIMF Guidelines
¢ Ergonomics @ Fitness and

world, where we can celebrate everyone's POLICY
inclusion, raise awareness against bias, and
always take action for equality. wellbeing awareness and

. . R . s STAFF promotion ® Flu vaccinations ® Fruit
We continue to train our senior leaders with PUBLISHED v Ik boxes ® Massages ® Proactive health
Inclusive Leadership programs to encourage checks ® Team events participation
being vocal about building a diverse and * Work based physical fitness
inclusive workforce, behaviours which
support psychological safety and
challenging systems that hinder an inclusive
environment. UItimater, we want to create a
workplace where everyone feels safe to be
themselves and express their point of view.

INITIATIVES:

¢ Discount health insurance

2020 AusLSA
SUSTAINABILITY PROFILE

STAFF
SURVEYS

N INITIATIVES:

o Career break/Sabbaticals «
e Carer's leave ® Flexible hours
of work e Job sharing ® Part time
options ® Purchase Leave ® Study
leave ® Telecommuting tools and
systems ® Time in lieu ® Unpaid leave

POLICY

Headcount: 515 (FTE) Floor Area: 8,097m2 K

Lander & Rogers is a leading independent Australian law firm operating nationally from
Melbourne, Sydney and Brisbane. We are proud to be the trusted advisor to many
publicly listed and private Australian companies, Australian subsidiaries of global

companies as well as all levels of government.

PAID PARENTAL LEAVE =y

LEAVE

We have around 500 staff nationally, seven broad areas of practice, and we cover a
range of industry sectors, with a focus on financial services, insurance, government,
infrastructure, real estate and retail and supply chain.

We believe that legal services are much more than just the law - they are about
great people, sustained excellence and exceptional client service.

OUR GOVERNANCE

We h ion in the legal mark i f ium legal
SUMMARY AND HIGHLIGHTS: e have a reputation in the legal market as a provider of premium lega

services, and as a sought after employer. We are renowned in Australia
We aim to be an industry leader in for our down-to-earth and friendly workplace culture.
implementing sustainable business practices
that enhance our community and
environment. We consider the
environmental, social, ethical and economic
impacts in all purchasing decisions and

ensure that suppliers comply with laws and CODEOF  COMPLANTS RISK R
regulations and display integrity, social TANNG e o
responsibility initiatives and sustainable

practices.

Landers has recently appointed a
Sustainability and Environment Partner to
drive and promote sustainable initiatives.
Landers is also committed to adopting 100%
renewable energy, carbon offset and zero
waste by 2025 a commitment reflected in
our environmental policy.

Further
information
from AusLSA

The below icons provide limited
information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro
Bono Centre and on individual firm’s websites.

MODERN ~ NSW STATE ~ FEDERAL
SLAVERY  LEGISLATION LEGISLATION
PROGRAM  PARTICIPATION PARTICIPATION

We are developing robust governance and
risk protocols and policies to reflect our
commitment led by dedicated personnel in IN DEV'T

the firm.

0.00% 0.07%
0.77t
Y& P 007%

SCOPE
ONE

SCOPE 583t
TWO 53%
SCOPE 519t
THREE 47%

1,103t — 2.1t/employee

cY CLI/V
OFFICES G
100%

100% 100%

o
%

<3

Office quaild o

INITIATIVES:
 Corporate donations
* External events and
appeals ® Internal appeals
and collections ® Workplace
giving matching ® Workplace
giving programs

INITIATIVES: D4

* Blood donations ® Boards
* Charity events and appeals
* General Community Volunteering ®
Organised volunteering activities ® Paid
volunteer time for employees
* Secondments to NGOs  Skilled
volunteering ® Student tutoring and
mentoring

INITIATIVES:

* Affirmative procurement
programs e Cultural awareness
training ® Internship and employment
programs ® NAIDOC Week activities
* National Reconciliation Week ® Non Legal
volunteering and secondments ® Pro bono
support ® Reconciliation Action Plan
¢ Collaboration for reconciliation

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

Lander & Rogers recognises climate change is
having a real and increasing impact on our people,
clients and communities. In response, we're acting
to preserve our environment for the benefit of
future generations.

We take our environmental responsibilities
seriously. By investing in sustainable business
practices that reduce our environmental footprint,
we're changing the way we operate, but we also
seek to positively influence further afield.

We champion sustainability and promote
innovative responses to climate change for the
benefit of us all.

Our firm is serious about its social footprint and its
commitment to our community. For almost 15 years
our firm has created opportunities to empower
people and communities through its strategically
designed Pro Bono and Community Practice.

We aim to make an impact and focus on supporting
women and older Australians experiencing family
violence, human rights matters and working with
and for first nation Australians and organisations.

We are proud of our work that has achieved
transformative change for transgender adolescents,
women and older people facing family violence,
first nation communities and asylum seekers. Our
community work is focused on empowering
communities and enhancing social inclusion of
young people and refugees.

Our unique work experience program provides
pathways to employment for young people and our
South Sudanese Business Response is a direct
engagement to improve employment outcomes for
young South Sudanese Australians.

To date we have invested approximately $27 million
or over 87,500 hours of time to enabling access to
justice and enhancing social inclusion for vulnerable
Australians. We are a signatory of the National Pro
Bono Target and we were proud to have
undertaken 9550.50 hours which equates to an
average of 37 hours per lawyer, during FY20.



https://www.landers.com.au/about-us/wellbeing
https://www.landers.com.au/about-us/diversity-and-inclusion
https://www.landers.com.au/contractors

https://www.landers.com.au/about-us/community-work
http://www.probonocentre.org.au/information-on-pro-bono

https://www.landers.com.au

https://www.landers.com.au
https://www.landers.com.au/legal-service/pro-bono
https://www.landers.com.au/about-us/reconcilliation-aboriginal-law

2020 |vevsir | LAWCOVER

OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

® Green Star rated buildings

* 4-6 starRecycling 147t - 4.1t/employee

0.00% 0.00% 0.03%
0.03%
POLICY ¥'509% Y 87%Y 77% :
[z] FEMALE A FEMALE A FEMALE
GENDER PROFILE

pususeD/ [T wWo - a0%
QeR Us40 SCOPE 77t
A @ THREE 52%

CERTIFICATION:

147t — 4.1t/employee
OFFICES

NR

POLICY .

ﬂ STAFF
SURVEYS
PUBLISHED v/

2020 AusLSA
SUSTAINABILITY PROFILE
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OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:



https://lantern.legal/

GENERAL
MEMBER

2020

OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

Our people are our greatest assets, they
bring a wealth of experience, talent and
commitment to the firm. We are dedicated
to their development, wellbeing, and being
able to provide a workplace with
opportunities for progression.

We encourage our people to further their
studies and attend regular training provided
through our CPD (Continuing Professional
Development) Program. This includes both
technical skills and soft skills. We have
external presenters who discuss self care
programs with our staff and present on
mental health.

Lantern Legal Group continues to Q‘ \’
encourage flexible working arrangements (&)
with 33% of people working flexibly. Our A
continually expanding ‘Works Perks’ O
program, and rewards and recognition Q
program provides weekly morning teas,
fresh fruit, breakfast daily, and monthly staff
recognition awards. In addition to this staff
receive life and income protection insurance
benefits.

Lantern Legal Group is continually striving to
attract and retain the best people, we
believe our commitment to our people is
why we are a genuine employer of choice.

%S

INITIATIVES:

INITIATIVES:
® Beyond Blue programs
o Psychological support/EAP
® Mental health first aid training and
support ® Mindfullness and Stress
Management Training ® RUOK
programs e Salary continuance
* Signatory - Minds Count TIMF
Guidelines

N INITIATIVES:

Q o Career break /Sabbaticals

e Carer's leave ® Flexible hours of
work ® Job sharing  Part time

4G

options ® Study leave ® Telecommut-
ing tools and systems ® Time in lieu ®
Unpaid leave ® Volunteer leave

POLICY

™
PUBLISHED v/

\ -
OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

All Principals, senior management team members and leaders
within the firm are responsible for assisting the firm to meet its
community, social and environmental goals.

We will continue to advance community, social and environmental
consciousness across the firm. This will include:

¢ Continuing a pro bono program in which not less than 1% of
our budgeted revenue is devoted to pro bono matters.

e Providing our talents and services to community organisations
by sitting on their boards of management and/or committees.

® Promoting our corporate social responsibility and
environmental policies across the firm.

e Benchmarking our resource and energy use through AusLSA or
similar organisations.

In particular, our pro bono program and commitment to
community organisations will seek to benefit disadvantaged
sectors of the communities in which the firm practices.

The Board will oversee the implementation of this aspect of
our strategy across the firm, including by incorporating as
appropriate review in principal, senior management team
and lawyer performance reviews.

To the extent possible, we will attempt to measure the
outcomes both for the firm and the community of our
engagement. This may include seeking feedback from our
employees and the community regarding our community,
social and environmental performance.

PAID PARENTAL LEAVE
PRIMARY ~ SECONDARY WORK AFTER

CARER

CARER
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* LGBTI Awareness training

RISK
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& GRIEVANCE MANAGEMENT
MECHANISM
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® Ergonomics ® Flu vaccinations

\ /-\
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BCP OR
ERP

'LANTERN LEGAL GROUP

INITIATIVES:

® Hosting or leading external programs
¢ International Women's Day

ENV.
T IMPROVEMENT
IN DEV TARGET

PUBLISHED v Jiaillisis

LEGAL  NON-LEGAL
STAFF STAFF

* FSC « NCOS
e OTHER

INITIATIVES:

® Fruit boxes

i 2020 AusLSA

SUSTAINABILITY PROFILE

LANTERN

LEGAL GROUP

Headcount: 125 (FTE) Floor Area: 4,238m2 @

The Lantern Legal Group Pty Ltd is the parent company of the law firms trading as
Harwood Andrews and Sladen Legal.

We take an approach that is client driven and collaborative and work in partnership
with our clients to ensure the advice and service we provide is specific to individual
needs.

We have a team of 145 talented individuals who work both full time and part time
including principals, special counsel, lawyers and professional service managers
who work collaboratively to ensure the best outcomes for our clients across
their business and personal legal needs. We are committed to not only
operating for the benefit of shareholders, but also for the benefit of the
environment, the community and our people.

Further
information
@ from AusLSA
The below icons provide limited
information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro

SUPPLIER
STANDARDS COVER:

¢ Community
Development ® Environmental
Impacts e Fair Labour Practices
® Human Rights

& () (o)

SUSTAINABLE ~ STANDARDS  STANDARDS

SUPPLY CHAIN  APPLY TO APPLYTO

MANAGEMENT  EXISTING NEW
SUPPLIERS  SUPPLIERS

Bono Centre and on individual firm’'s websites.

202t
86%

7.6t
3.3%

234t — 1.9t/employee
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INITIATIVES:
® Boards ® Charity events
and appeals ® General
Community Volunteering
® Organised volunteering
activities ® Paid volunteer time
for employees

INITIATIVES:
® Charitable
Foundation e Corporate
donations ® Workplace
giving matching ® Workplace
giving programs

10.4%

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

The Lantern Legal Group is very aware that our
daily operations affect the environment. Where
possible we continue to reduce our energy usage
and water usage.

We have a firm-wide target set to reduce our
electricity usage, this is monitored on-line through
the Power Cor website and in Excel spreadsheets.
All our offices have water saving devices. We have
recycling procedures in place for cardboard, paper,
polystyrene, batteries and Nescafe pods as well as
other commingled rubbish.

The confidential document destruction service
shreds then pulps the paper for recycling. E waste
goes to a local not for profit group where their
teams dismantle electronic equipment for
recycling.

There is an ongoing operational need to use paper,
but this does not mean that we can't reduce the
amount of printing that we do. Our printers have a
default setting for double sided printing, unless the
user makes the conscious decision for single sided.
Printers also default to black and white. We receive
invoices electronically instead of using the AusPost
service where possible.

Our staff who regularly commute between our 2
main offices in Geelong or Melbourne, use V-Line
public transport in preference to driving their own
or company vehicles.

Lantern Legal Group is widely known as the leader
in providing pro bono services to the regions in
which we operate. The pro bono services we
provide to the community include providing legal
advice to a range of charities and community
organisations in our communities.

We contribute in excess of 3000 hours per year to
pro bono services. This is on average 36 hours per
lawyer, which is in excess of the National Pro Bono
Aspirational Target.

We actively encourage our people to play a
meaningful role in their region and as a result, our
staff sit on over 20 charitable or not-for-profit
boards and committees.

Lantern Legal Group also has a long history of
supporting the local region by providing
sponsorships to over 15 businesses and initiatives.
Our impact on the community is one of four areas
measured in order for the Lantern Legal group to
achieve and maintain their B Corp Certification.

Through our B Corp Certification, we turn concepts
such as “being a good corporate citizen”"” into
something tangible and measurable, that the
community can trust.



https://harwoodandrews.com.au/communit
http://www.probonocentre.org.au/information-on-pro-bono
https://lantern.legal/
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vevser | MICINNES WILSON LAWYERS

OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

INITIATIVES:

 Earth Hour ® World
Environment Day ¢ Mobile
Muster Recycling Program

POLICY

Mclnnes Wilson Lawyers has been
recognised as a winner for Employer of
Choice in The Australian Business Awards for
three consecutive years. This achievement
can be attributed to the progressive focus of
the firm on developing and supporting its
workforce.

PUBLISHED v/

INITIATIVES:

* IDAHOT Week ® LGBTI Awareness
training ® Wear it Purple

INITIATIVES:

* Training - Gender inclusion ¢ International Women's
Day e Pay Equity Ambassador

E=1©

GENDER

The firm has created a culture and work
environment in which our employees are
stimulated to reach their full potential both
at work and in their personal life. The firm
encourages every employee to proactively
be part of a learning organisation and is
committed to enhancing our people’s

EQuITY PARTNERS LEGAL
TARGET STAFF STAFF

NON-LEGAL

PUBLISHED v/

capabilities through the facilitation of various INITIATIVES: CIE.RJéEICC:A!slgN:
development programs and initiatives. * Psychological support/EAP © ©IMAIER

® Mental health first aid training and
support ® RUOK programs ® Signatory -

Minds Count TIMF Guidelines .\6 &,
Q> INITIATIVES: 1

POLICY
Q ¢ Ergonomics e Fitness and 0

These include professional and technical
training such as our internal Continuing
Legal Education sessions, a mentoring
program to enable and guide entry level
Solicitors, supervised workplace traineeships
for Law Graduates and our leadership
development program titled ‘Reach Your
Peak’ for the firm’s current and future
leaders.

\oht WEL s

wellbeing awareness and
SS;CE\ES promotion ® Flu vaccinations ® Fruit
boxes ® Massages ® Mindfulness
® Proactive health checks ® Work based
physical fitness

POLICY

STAFF
SURVEYS

PUBLISHED v/

2020 AusLSA
SUSTAINABILITY PROFILE

The firm fosters a safe and healthy workforce
and continues to invest in ways to support
the changing lifestyle needs of its people.
Through our Live Well program, employees
have access to educational seminars, health
checks and employee assistance programs
to improve and maintain their health and
well-being, both physically and
psychologically.

e Carer's leave ® Flexible «

hours of work e Job sharing

* Part time options ® Religious and
Ceremonial Leave ® Study leave

¢ Telecommuting tools and systems

* Unpaid leave

LAWYERS

Headcount: 273 (FTE) Floor Area: 4,824m2 @

POLICY
100%
9 E" JETURNTO Mclnnes Wilson Lawyers is a national law firm with offices located in Brisbane, Sydney,
/ PUBLISHED v [V RO PARENTAL Melbourne, Adelaide, Canberra, Southport, Maroochydore and Parramatta. The firm’s vision is
&

to be a leading full service legal and advisory company and employer of choice, with
international affiliations and a commitment to quality client service, value and responsiveness.
We are a full service law firm with a wealth of experience in a broad range of specialised legal
services representing local, national and international clients.

The firm is proud to be an affiliate of Globalaw, a leading worldwide network comprising of
110 independent law firms with more than 4,500 lawyers practising in over 85 countries.

We take a strategic approach in providing commercial legal solutions, working closely
with our clients to understand their priorities and desired outcomes. The firm has a
proven track record of providing quality and cost effective legal services as well
as delivering outcomes for local governments in all regions.

OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

Mclnnes Wilson Lawyers Executive Management
Committee provides leadership and governance to all
external and internal activities related to sustainability
strategies, goals and initiatives consistent with the firm’s
strategic direction. Internal governance consists of the CEO
and Heads of Departments strategic approach on
sustainability issues, workforce development and CODEOF  COMPLANTS  RISK BCP OR
professional standards, to provide necessary support for TANNG oy e
creating and establishing appropriate processes that are

important for achieving our strategic objectives.

Mclnnes Wilson Lawyers prides itself on providing technically
excellent, tailored legal services and delivering value to our
clients through a diverse and well experienced workforce.

Governance activities include systematic verification of the
effectiveness of our quality management system by
undertaking internal and external audits and analysing
performance data, statutory and regulatory commitments.

Further
information
from AusLSA

The below icons provide limited
information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro

Regular management reviews ensure that our quality
management system is adequate and effective,
towards achieving our sustainability goals. Progress
towards achieving these goals are benchmarked with
key performance indicators.

AUSTRALIAN
LEGAL SECTOR

ALLIANCE

PROMOTED v/

NSW STATE ~ FEDERAL
LEGISLATION ~ LEGISLATION
PARTICIPATION PARTICIPATION

Mclnnes Wilson Lawyers ensures that our policies are
understood, implemented and maintained throughout
all levels of the firm through a variety of regular
training, induction programs and electronic
distribution of our policy statements.

Bono Centre and on individual firm’'s websites.

SCOPE 3.9t
ONE 1.1%
SCOPE 310t
TWO 88%
SCOPE 3%t
THREE 11.1%

336t — 1.3t/employee

CYCL”VC

OFFICES

A2

%

ffice avai\a‘d‘\‘\“

INITIATIVES:

e Charitable
Foundation ® Corporate
donations ® External events
and appeals

INITIATIVES:

¢ Boards ¢ Organised
volunteering activities

INITIATIVES:

o Cultural awareness training ® Internship
and employment programs ® NAIDOC Week
activities ® Collaboration for reconciliation

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

Mclnnes Wilson Lawyers is passionate about
making a positive difference to the environment. In
supporting this passion and commitment, the firm
has developed a sustainability action plan which
aims to guide and support the firm'’s sustainability
agenda. The firm’s sustainability action plan is
closely aligned to our core business strategy and
provides a framework for understanding and
managing environmental impacts.

The following initiatives and programs have been
executed:

e Use of sensor lighting and technology to reduce
our energy consumption

e Server virtualisation technology

e Teleconference equipment to reduce the need
for travel

o Weekly collection and recycling of paper, cans,
plastics, steel and aluminium

e Use of ‘earth friendly’ cleaning products and
consumable goods

® Recycling of toner cartridges and electronic
waste

e Use of recycled paper or sustainably sourced
paper

e Electronic filing and automated work flow
systems

Mclnnes Wilson Lawyers will continue to measure,
monitor and regularly review our sustainability
initiatives in order to report on environmental
performance. This will ensure we continue to
achieve our primary goal of reducing carbon
emissions.

Mclnnes Wilson Lawyers is committed to making
meaningful contributions in the community. Our
lawyers offer an extensive range of pro bono legal
advice to a number of organisations and individuals
who may not otherwise be able to afford premier
legal assistance.

As part of our Corporate Social Responsibility
program, the firm has a pro bono aspirational
target in which each lawyer volunteer’s weekly pro
bono work to disadvantaged people and the
not-for-profit sector.

The firm is a signatory to the National Pro Bono
Aspirational Target. As part of this initiative, the firm
provides training to lawyers in the provision of pro
bono legal services and reports annually to the
National Pro Bono Research Centre on its activities
and progress.

Our involvement with Self Representation Service is
one way that this commitment is demonstrated.
This Service aims to assist those who are self-
represented in civil matters in the Supreme, District
and Federal Courts. This also extends to the
Queensland Civil and Administrative Tribunal.

Pro bono work is an important part of our
professional responsibilities and connection with
the wider community. In addition, the firm is
committed to sponsoring and cooperating with
local, national and international charitable
community groups.


http://www.probonocentre.org.au/information-on-pro-bono
https://www.mcw.com.au/
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OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

MinterEllison is a law firm at its core, and we
are trusted for our deep capability and
integrated services. What sets us apart is
that we are a purpose led organisation that
creates lasting impacts with our clients, our
people and our communities.

Our learning programs align and reinforce
our culture, the ‘MinterEllison Way', which is
all about building authentic and enduring
relationships; delivering excellence without
attitude; being curious and innovative;
making diversity, in all its forms, central to
collaboration; and supporting sustainable
ways of working. Our learning culture
encourages a growth mindset and
investment in ongoing career development
using a 70:20:10 learning model. We
encourage our people to invest in their
learning and provide robust knowledge and
capability channels to support personal
growth aligned to our Firm's ambitions.

Every person is provided with the
opportunity to develop their skills,
collaborate across the Firm and with our
clients, build personal capabilities, share
knowledge and to create diverse
experiences in an inclusive, inspiring and
innovative environment.

&
Q

& ® Psychological support/EAP o«/

'MINTERELLISON

INITIATIVES:
e Earth Hour

INITIATIVES: INITIATIVES:

* AWEI reporting ® IDAHOT Week
¢ Internal networks or committees ¢ LGBTI
Awareness training ® Pride in Diversity
Membership e Specific LGBTI EAP
® Training - LGBTIQ awareness
unconscious bias and inclusion
® Wear it Purple

¢ Employer of Choice for Gender Equality
® Hosting or leading external programs e
International Women's Day ® Pay Equity Ambassador
* Structured female advancement program

PUBLISHED v/

LEGAL NON-LEGAL
STAFF STAFF

CARBON
OFFSETS &
RENEWABLES

® Hosting or leading external
programs ® Mental Health Awareness $

Week ® Mental health first aid training
and support ® Mindfullness and Stress
Management Training ® Resilience at Law
participation ® RUOK programs ® Salary
continuance ® Signatory - Minds Count

TIMF Guidelines
wellbeing awareness and promotion

POLICY
- ® Flu vaccinations ® Fruit boxes

STAFF * Massages ® Team events participation
BIRVEYS ¢ Work based physical fitness

NET
2,888t — 1.3t/employee

8
,2:\ INITIATIVES: <
¢ Discount health insurance o
¢ Ergonomics ® Gym
memberships ® Fitness and

% OFFICES C

100% 84%
-
=
3

Ao
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2020 AusLSA
SUSTAINABILITY PROFILE

MinterEllison

Headcount: 2,290 (FTE) Floor Area: 41,191m2 @

MinterEllison partners with clients to provide integrated, innovative solutions. Its
teams collaborate across Australia, Asia and the UK to deliver exceptional service
and new insight to a large, diverse client base that includes public and private

companies, leading multinationals operating in the region, global financial

STAFF
SURVEYS

INITIATIVES:
 Agile working, Parents
advice/support ® Carer's leave
e Child Care ® Flexible hours of
work ® Job sharing ® Part time
options ® Purchase Leave ® Study leave
¢ Telecommuting tools and systems
® Time in lieu ® Unpaid leave

POLICY o Al
0el-F%

RETURN TO V4
PRIMARY  SECONDARY WORK AFTER
PARENTAL

PAID PARENTAL LEAVE

1
PUBLISHED v [V CARER

INITIATIVES:

* Corporate donations

7

\ %

OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

MinterEllison’s commitment to Corporate
Social Responsibility (CSR) affects its
procurement decisions and influences its
selection of suppliers.

All suppliers and service providers,
contractors and business partners are
encouraged to pursue a like minded
approach to their business in the key areas
of environmentally friendly products, policies
and initiatives; workplace practices;
community involvement; environment;
modern slavery and supply chain
management.

As part of this wider commitment to CSR,
MinterEllison periodically assesses the social,
ethical and environmental impact of its own
supply chain so all parties can continue to
seek new opportunities to improve
environmental performance and
collaboratively benefit from the relationship.

institutions, and government and state-owned entities. * Internal appeals and
collections ® Workplace
giving matching ® Workplace
giving programs

MinterEllison’s network comprises the offices of MinterEllison (Sydney,
Melbourne, Brisbane, Canberra, Perth, Adelaide, Darwin, Hong Kong,
Shanghai, Beijing, Ulaanbaatar and London) and offices that operate as
members of the MinterEllison Legal Group (Gold Coast and
MinterEllisonRuddWatts Auckland/Wellington).

MinterEllison acquired ITNewcom, a boutique technology
consulting firm on 1 July 2017

INITIATIVES:

 Blood donations
® Boards e Charity events
and appeals ® Organised
volunteering activities ® Student
tutoring and mentoring

CODEOF  COMPLAINTS
CONDUCT & GRIEVANCE MANAGEMENT ERP

TRAINING ~ MECHANISM PLAN

RISK

Further
information
from AusLSA

The below icons provide limited
information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro
Bono Centre and on individual firm’'s websites.

INITIATIVES:

o Affirmative procurement programs
e Cultural awareness training ® Internship
and employment programs ® NAIDOC Week
activities ® National Reconciliation Week ® Pro
bono support ® Reconciliation Action Plan
® Scholarships and student mentoring
¢ Collaboration for reconciliation

& SUPPLIER C
>V STANDARDS COVER: 6‘@
Iy

¢ Community
Development ® Environmental
Impacts e Fair Labour Practices
s * Gender Equality ® Human Rights -
¢ Indigenous Inclusion

& )6 (B @) @

SUSTAINABLE  STANDARDS STANDARDS ~ MODERN ~ NSW STATE ~ FEDERAL

SUPPLY CHAIN  APPLY TO APPLY TO SLAVERY  LEGISLATION LEGISLATION

MANAGEMENT  EXISTING NEW PROGRAM  PARTICIPATION PARTICIPATION
SUPPLIERS  SUPPLIERS IN DEV'T

AUSTRALIAN
LEGAL SECTOR

PROMOTED v/

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

As a provider of commercial legal services, our
overall environmental footprint is relatively small.
Where our electricity does not form part of our
lease, we use 100% green energy. Where possible,
we aim to minimise our use, and maximise our
re-use of resources, including challenging our
landlords to provide green alternatives in our
tenancies.

We continue to seek new opportunities to improve
our environmental performance and reporting
progress to our clients and the wider community.

We are committed to assessing the environmental,
social and economic impacts of our purchasing
decisions. In doing so, we seek to purchase
products that:

® minimise greenhouse gas emissions;

® maximise sustainability;

e utilise sustainable content in production;

e are recyclable at life end;

® minimise the use of water;

® minimise toxicity;

¢ and source from producers and/or suppliers with

a proven record of environmental management
and product stewardship.

We also seek to work with suppliers who:

e provide an assurance that no form of abuse or
exploitation is permitted within their supply chain
and comply with modern slavery legislation;

o offer Fair Trade products where appropriate, and

e share our commitment to creating social benefits
from unused or decommissioned products.

MinterEllison has a long-standing Community
Investment Program that focuses on “breaking
cycles of disadvantage” in key areas -
homelessness, disadvantaged youth, alleviation of
poverty and access to justice - as well as working
alongside our RAP, Diversity & Inclusion and
Sustainability initiatives.

By engaging with the community, MinterEllison
seeks to inspire its people and those with whom it
works. We prioritise long-term community
partnerships featuring a blend of Pro-Bono legal
work, skilled volunteering, financial assistance and
in-kind support. These partnerships recognise that
expertise exists within the community sector and
that social impact is best achieved through
collaboration.

Major partners include Australian Business and
Community Network, Justice Connect, the Public
Interest Advocacy Centre and LawRight. We
provide significant Pro-Bono assistance to social
enterprises and help to grow that sector.

MinterEllison is a signatory to the National
Pro-Bono Target and has exceeded the target for
the past seven consecutive years. We are proud to
have been recognised with multiple awards for
community work, including a Prime Minister’s
Business Community Partnerships Award for the
unique partnership with Australia’s CEO Challenge,
an organisation dedicated to ending domestic and
family violence, and we are proud of the impact we
make in people’s lives.


http://www.probonocentre.org.au/information-on-pro-bono
https://www.minterellison.com/
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OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

Russell Kennedy recognises the importance
of maintaining a balance between work and
family home life. The firm's greatest assets
are its employees, therefore it is important
that the firm creates an environment that
supports a diverse and flexible workforce.

The Firm has a gender equality strategy and
as part of this strategy there is a focus on
providing flexibility in the workplace.

As at August 1 2020, 37% of employees at
the firm have some form of flexible work
arrangement. Russell Kennedy was awarded
the Workplace Gender Equality Agency
citation “Employer of Choice for Gender
Equality” in both 2018 and 2019 and again in

The firm conducts an Engagement survey to
collect feedback from employees to ensure
that we listen to our people and provide a
supportive culture.

QV

POLICY

G\CAL W
or°
2020. % * Psychological support/EAP

Ao * Mental Health Awareness «/
(%) Week ® Mental health first aid $
Q. training and support ® Mindfullness Q)

and Stress Management Training
* RUOK programs ® Wellbeing

\
Gt

e Carer's leave ® Flexible
hours of work e Job sharing
® Phased retirement ® Purchase
Leave ® Study leave ® Telecommuting
tools and systems ® Time in lieu

r
V]
OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

Corporate Governance is taken very seriously at Russell
Kennedy and we are committed to achieving best practice
standards. There is a well established code of conduct and
a business continuity plan which incorporates an
emergency management plan.

Russell Kennedy's code of conduct is comprised of the
following; A behaviour statement that aligns with the firms
purpose and values and which incorporates the following
policies, integrity, commitment and work ethic, sexual
harassment and grievance procedures.

The Business Continuity Plan comprises 3 core areas, an
emergency management plan, a disaster recovery plan
and a business continuity management plan.

ussell Kennedy does not have a formal supply chain
management policy or programme but does work
collaboratively with its suppliers to ensure that where ever
possible environmentally sustainable products are
purchased. This collaboration takes into account source of
production, manufacturers and suppliers ethical processes
such as fairtrade, packaging materials where appropriate
and whole of life cycle impacts including product use and
fit for purpose, consumption (low versus high yield) and
finally end of life disposal.

vevser | RUSSELL KENNEDY

i POLICY ‘vo

POLICY
INITIATIVES:
 Green Star rated buildings
4-6 star ¢ ECO-Buy ® Earth Hour
* World Environment Day

INITIATIVES:

¢ Employer of Choice for Gender Equality
* Gender sensitive promotion and recruitment
® Hosting or leading external programs e Internal
networks or committees ® International Women's Day
® Male Champions of Change ® Pay Equity Ambassador
e Structured female advancement program e Training -
Gender inclusion g‘fs%%/ﬂ\gw'g

POLICY ( ) o
@ FEMALE

GENDER GENDER PROFILE

EQUITY  PARTNERS LEGAL  NON-LEGAL
TARGET STAFF STAFF

INITIATIVES:

* AWEI reporting ® IDAHOT Week ©
Internal networks or committees ® LGBTI
Awareness training ® Pride in Diversity
Membership ® Training - LGBTIQ
awareness unconscious bias and
inclusion ® Wear it Purple

INITIATIVES: ((

Assessments X )
e Discount health insurance

¢ Ergonomics e Fitness and
wellbeing awareness and
promotion ® Flu vaccinations ® Fruit
boxes ® Proactive health checks ® Team
events participation ® Work based
physical fitness

POLICY

2020 AusLSA
SUSTAINABILITY PROFILE

POLICY

INITIATIVES:

Russell Kennedy
Lawyers

Headcount: 285 (FTE) Floor Area: 6,842m2 @

Russell Kennedy Lawyers is a leading Australian law firm with offices in Melboumne and Sydney. We
provide our clients with market-leading expertise, outstanding service and exceptional legal solutions.

* Unpaid leave

PAID PARENTAL LEAVE JEYaRrreiT

PRIMARY ~ SECONDARY WORK AFTER
CARER CARER PARENTAL

In April 2019, Russell Kennedy (Melbourne) and Aitken Lawyers (Sydney) merged to create a
270-strong plus practice. This merger brings together two firms with complementary capabilities
across practice areas including corporate and commercial, dispute resolution, property and
development, government, aged care and retirement living, workplace relations and employment,
estate planning, family law, rural services and renewable energy. The merger strengthens our
client offering, allowing us to deliver a greater depth of expertise. We build long-standing
relationships with our clients and work hard to attract and retain the best people.

Our two firms share similar cultures and values, and both are committed to making a
difference through our work across industry sectors that matter to communities. The

two firms have long histories, both dating back more than 120 years. Russell
Kennedy's origins date back to 1857, while holding the Russell Kennedy name
since 1926, firms holding the Aitken name date back more than 120 years.

CODEOF  COMPLAINTS BCP OR
CONDUCT & GRIEVANCE MANAGEMENT ERP

TRAINING ~ MECHANISM PLAN

RISK

Further
information
from AusLSA

The below icons provide limited
information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro

Bono Centre and on individual firm’'s websites.

SCOPE 7.0t
ONE 1.4%
SCOPE 373t
TWO 75%
SCOPE 118t
THREE 23.7%

CYCL”VC

OFFICES

A2

0% 100%
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INITIATIVES:

* Internal appeals and
collections ® Workplace
giving matching
* Workplace giving programs

INITIATIVES:

® Boards ¢ Charity events
and appeals ® Organised
volunteering activities
e Student tutoring and
mentoring

INITIATIVES:

e Cultural awareness training ® Internship
and employment programs ® NAIDOC Week
activities

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

Russell Kennedy recognises that as part of its
commitment to social justice it endeavours to
reduce the impact it has on the environment and
help protect it for future generations and is
committed to helping build a better world.

Russell Kennedy supports environmental
stewardship by utilising business process that
enables waste prevention and promotes the
effective use of resources and is committed
through its business improvement processes to
continually try to reduce its environmental impact
and improve its sustainability credentials by
implementing practical, cost effective measures to
reduce waste and to save on the usage of energy
and other resources.

Recent initiatives have included;

¢ The implementation of a paper lite initiative in a
number of practice groups;

¢ Disposable coffee cup recycling thorough
"Simply Cups”

e The reduction in the range of different copy
paper used by the business.

¢ The staged replacement of dual 28 watt TS
Fluorescent light fittings 32 watt LED fittings.

Please note that 2020 numbers includes data from
the addition of a Sydney office and that this can be
used to explain some of the larger variations in the
carbon emission sources such as domestic air
travel, taxis, paper consumption and electricity
usage.

Led by our Pro Bono Practice Group, we promote
access to justice by identifying key areas of unmet
legal need and building and maintaining expertise
in those areas. Over many years, RK’'s Pro Bono
Practice has developed expertise in legal issues
affecting asylum seekers and refugees, not-for-
profits and charities and a range of other legal
practice areas.

In the last é years we have run three major test
cases: SZQRB v Minister for immigration and
Citizenship [2012] FCA 1053, [2013] HCA Trans 323,
Mé4 v Minister for Immigration and Border
Protection [2015] HCA 50 and BMF 16 v Minister for
Immigration and Border Protection [2016] FCA 1530
and successfully ran 11 medical transfer matters for
refugees.

More recently, the Pro Bono Practice partnered with
Monash Law School’s clinical programme in running
a new Climate Justice Clinic (CJC) that gives
students opportunity to expand and apply their
knowledge of climate law, develop practical
lawyering skills, and contribute to legal
interventions that mitigate climate change.

We have strong links to community organisations
such as the Asylum Seeker Resource Centre,
Refugee Legal, the Human Rights Law Centre,
Northern Community Legal Centre, Peninsula
Community Legal Centre, Environmental Justice
Australia, Youthlaw and Justice Connect.



http://www.probonocentre.org.au/information-on-pro-bono
http://www.rk.com.au/

GENERAL
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OUR PEOPLE

SUMMARY AND HIGHLIGHTS:

Our people programs focus on supporting
our firm vision; to be a market-leading
Australian professional services business that
our clients choose for outstanding people,
legal expertise and our ability to connect.
This vision guides everything we do. We
take pride in our values—driven culture and
see it as a differentiator for our clients and
our people.

Our 2019 firm wide engagement survey
revealed strong engagement across the firm.
Our comprehensive learning framework
defines clear development pathways
focusing on building capabilities across legal
skills and knowledge; commercial acumen
and leadership to sustain and grow high
performing teams and deliver great client
service.

We invest in leadership skills to uphold a
standard of excellence for people managers,
to facilitate collaboration and encourage
strong contributions from all. We review and
align our people processes and systems to
ensure we attract top talent, facilitate high
performance and embed values-based
behaviour. We place strong emphasis on
diversity and inclusion so that we can
harness the benefits of diverse thinking
styles, skills, and experiences. We continue
to embed workplace flexibility of all
dimensions, health and wellbeing initiatives,
attractive and equitable rewards and
benefits, and facilitate mentoring,
networking and career development
opportunities for all.

INITIATIVES:

* Hosting or leading external programs
* IDAHOT Week ¢ LGBTI Awareness
training ® Training - LGBTIQ awareness
unconscious bias and inclusion
® Wear it Purple

GICAL
o° W, %
*2‘ INITIATIVES: &

(J ® Black Dog programs «

A e Psychological support/EAP ~,
)  « Mental health first aid training and $
Q support ® RUOK programs ® Salary 0
continuance ® Signatory - Minds Count

TJMF Guidelines
POLICY

e

STAFF
SURVEYS

\© A
Qj’ INITIATIVES: <q
a2 * Career break/Sabbaticals c\
Q  Carer's leave  Flexible hours of «

work ¢ Flexible working comms and
support ® Job sharing  Part time

options ® Phased retirement ® Purchase
Leave ® Return from leave concessions
o Study leave ® Telecommuting tools and

systems @ Time in lieu ® Unpaid leave

* Volunteer leave

POLICY 2

PAID PARENTAL LEAVE
PRIMARY ~ SECONDARY WORK AFTER

RETURN TO >

g

CARER CARER PARENTAL
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OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

Sparke Helmore is a national partnership and law firm. The
firm’s governance arrangements are set out in a Partnership

Deed. The partners elect a Board responsible for
overall direction and strategy of the firm, and the
turn appoints a number of Board subcommittees

including the Audit and Risk Committee. The partners elect
a National Managing Partner (NMP) to manage the day to
day operation of the partnership and the partnership

the
Board in
to assist,

CODEOF  COMPLAINTS RISK

TRAINING ~ MECHANISM PLAN

business consistent with the strategy and direction set by

the Board.

The NMP is advised by an Executive Committee which

includes National Practice Group Leaders. In addition,
there are local office managing partners and client

relationship partners. The firm has appointed a R
Compliance Manager who is responsible for

implementing and facilitating the maintenance of the

firm’s enterprise risk management framework,
compliance programs, ethical business practices

(including fraud and corruption management) and the

governance of all firm-wide policies and protocol
These measures aim to ensure good governance

isk &

S.

promotion e Flu vaccinations ® Fruit
boxes e Proactive health checks
® Team events participation ® Work

(14)(2) @ 9.2
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BCP OR
CONDUCT & GRIEVANCE MANAGEMENT ERP

' SPARKE HELMORE

INITIATIVES:
® Employer of Choice for Gender Equality

INITIATIVES:
e Earth Hour

¢ Equitable Briefing Commitment SCOPE 8.3t
(CommBar/LCA/etc) ® Hosting or leading external ONE 0.54%
programs Internal networks or committees ENV. ENV. ’
* International Women's Day ® Pay Equity Ambassador PUBLISHED v IMPROVEMENT MANAGEMENT
o Structured female advancement program e Training - Uiy SV?J%“Q‘(,EQAS]
Gender inclusion
SCOPE 995t
POLICY C@ﬁ’ TWO 65%
GENDER GENDER PROFILE
EQUITY  PARTNERS ~ LEGAL  NON-LEGAL
TARGET STAFF STAFF ’ , SCOPE 535t
N Y § THREE 35%
\ CERTIFICATION:
A’ (0 « PEFC » FSC « NCOS
A |2

INITIATIVES:
® Ergonomics ® Fitness and
wellbeing awareness and

based physical fitness

POLICY

STAFF
SURVEYS

SUSTAINABILITY PROFILE

A
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1,538t — 1.9t/employee
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SUPPLIER

STANDARDS COVER:
 Environmental Impacts “\
* Gender Equality ® Human z

Rights

SUSTAINABLE  STANDARDS ~ STANDARDS

MODERN  NSW STATE
SLAVERY  LEGISLATION LEGISLATION
PROGRAM  PARTICIPATION PARTICIPATION

FEDERAL
SUPPLY CHAIN  APPLY TO APPLY TO
MANAGEMENT  EXISTING NEW

Headcount: 804 (FTE) Floor Area: 16,184m2 @

Sparke Helmore Lawyers has a client first approach to everything we do. We are a
firm with nine offices across Australia, serving the needs of the insurance,
government, financial services, technology, mining, construction and property

Our expertise spans corporate and commercial to construction, workplace to
insurance, IP to IPOs, mining to manufacturing, and property to procurement.

We provide support and build connections through our pro bono legal and
community investment programs.

We are dedicated to taking action to assist our local communities,
ensuring a positive and supportive workplace for our people, and we
consciously operate to maintain a business that is environmentally
sustainable.

INITIATIVES:

 Corporate donations
 External events and
appeals * Internal appeals
and collections ® Workplace
giving matching ® Workplace
giving programs

sectors.

D

INITIATIVES:

* Blood donations ¢ Boards
 Charity events and appeals
* General Community Volunteering
* Organised volunteering activities
o Paid volunteer time for employees
o Skilled volunteering

Further
information
from AusLSA

The below icons provide limited
information about the firm’s legal pro
bono commitment. More extensive
information is reported by the Australian Pro
Bono Centre and on individual firm’'s websites.

INITIATIVES:

* NAIDOC Week activities ® Pro bono
support, Internship and employment
programs

processes and risk management are at the forefront of
everyday decision-making at all levels within the firm, and
to assist mitigating potential fraudulent or corrupt business
practices.

SUPPLIERS  SUPPLIERS IN DEV'T

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

The Environmental Management System, currently
in development, will be implemented and overseen
by a national committee and will focus on reducing
our environmental footprint, ensuring we are
sourcing environmentally sustainable products and
implementing systems and procedures to monitor
and manage our resource consumption. A pilot
program is being trialled in our Sydney office to
commence more efficient resource and waste
management processes.

Our focus is to have a positive impact on our local
communities. Through our Pro Bono Program we
provide legal assistance to individuals who have
difficulty accessing justice and assist charities and
not-for-profits so their income can be directed to
further advance their valuable services.

In the 19/20 FY, we completed 15,046 hours of pro
bono legal work. We collaborated with Marrickville
Legal Centre on a 'low bono project’. This
innovative service provides legal assistance at a
significantly reduced fee to the ‘missing middle’ - a
large section of the community who cannot afford
legal assistance but who do not meet Legal Aid or
pro bono eligibility tests.

The goal to assist in closing the gap in accessing
justice for low-income earners, while increasing
funds to help run the Centre. We have been
providing 30 hours support every week through
lawyer secondments, and a 6-month secondee who
helped with the initial set up.

We run several non-legal initiatives through our
Community Program. Our staff are actively involved
in a range of community organisations, from the
grassroots level to the boardroom. During
COVID-19, we have organised webinars for
organisations to share their wonderful work with our
staff and promote giving options.


http://www.probonocentre.org.au/information-on-pro-bono
http://www.sparke.com.au
https://youtu.be/U7y4wjYb8Bw
https://youtu.be/U7y4wjYb8Bw
https://www.sparke.com.au/our-firm/initiatives/our-pro-bono-program/
http://www.sparke.com.au/our-firm/initiatives/our-community-program/
https://www.sparke.com.au/our-firm/initiatives/our-pro-bono-program/
http://www.sparke.com.au/our-firm/initiatives/our-community-program/
https://www.sparke.com.au/our-firm/initiatives/our-pro-bono-program/
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OUR PEOPLE

SUMMARY AND HIGHLIGHTS: /V‘q

 Green Star rated buildings O
4-6 star ® National Greenhouse
and Energy Reporting (NGERs)
z compliant reporting ® Earth Hour
¢ World Environment Day

G

ENV.
IMPROVEMENT MANAGEMENT
TARGET ~ SYSTEM (EMS)
IN DEV'T

W+K's people strategy guides activities
geared to creating and maintaining a vibrant
and inclusive workplace environment, where
all employees have the opportunity to fulfil
their potential, where individual
contributions are valued and diversity is
encouraged.

INITIATIVES:

* Gender sensitive promotion and recruitment
® Hosting or leading external programs e Internal
networks or committees ® International Women's Day
e Structured female advancement program e Training -
Gender inclusion

POLICY @¢
Q
PUBLISHED v/ TE/?#[;TEY[ PARTNERS

INITIATIVES:

* LGBTI Awareness training ® Training -
LGBTIQ awareness unconscious bias and

inclusion

W+K ensures equal opportunity through all
hiring, promotion and development
activities. With a high percentage of women
in workforce (24% of Partners and 63% of
total staff being female) our key focus is on
promoting diversity in leadership positions,
in particular the proportion of women in
senior roles.

LEGAL  NON-LEGAL
STAFF STAFF

The Women'’s Leadership Forum, tailored
career mentoring program and leadership
development courses have been established
to champion women'’s professional
advancement. W+K fosters a flexible
environment - 98% of employees, including
partners, work under a formal flexible
arrangement.

(} * Beyond Blue programs «
A * Black Dog programs ~,
(%) * Psychological support/EAP $
Q * Mental Health Awareness Week 0
* Mental health first aid training and

support ® RUOK programs

* FSC « NCOS
® PEFC « OTHER

INITIATIVES:

® Ergonomics ® Flu vaccinations
* Fruit boxes ® Team events
participation

POLICY

W+K focus on exploring alternatives to
traditional ways of working and invest heavily
in technology which allows our staff to
perform more efficiently and remain
engaged regardless of where, when and
how work is done.

2020 AusLSA
SUSTAINABILITY PROFILE

wotton
kearney

nsurance lawyers

POLICY

Established wellbeing programs (flu
vaccinations and partnering with Black Dog
Institute and RUOK) demonstrate our
commitment to employees’ physical and
mental health. Mental Health First-Aid
Officers, Staff Partners and EAP provide a
support network to assist employees in
confidentially dealing with personal or
workplace issues.

INITIATIVES:

o Career break/Sabbeaticals c\
 Carer's leave ® Flexible hours of «
work ¢ Flexible working comms and
support ® Job sharing  Part time
options ® Purchase Leave ® Return from
leave concessions ® Study leave
* Telecommuting tools and systems ® Time
in lieu ® Unpaid leave ® Volunteer leave

POLICY
100%
m PAID PARENTAL LEAVE [JtimprefS
PRIMARY ~ SECONDARY WORK AFTER
PUBLISHED v [RIVIE] CARER  PARENTAL
LEAVE

Headcount: 288 (FTE) Floor Area: 5,147m2 K

Dedicated to Insurance. Founded in 2002, W+K has grown from two partners to be one of

Australasia’s undisputed leaders in the provision of legal services to the insurance industry

with more than 200 specialist insurance lawyers across offices in Sydney, Melbourne,
Brisbane and Perth in Australia, and Auckland and Wellington in New Zealand.

Leaders in our field. Our clients rank us as leaders in insurance law, evidenced in our Band
1 position Chambers Asia Pacific for every year since 2015 and as a Top Tier firm in The
Legal 500 Asia Pacific.

Local insight. International reach. In January 2017 W+K was a founding member of a
new innovative legal services model, Legalign Global, an alliance between four of
the world’s leading insurance law firms — BLD Bach Langheid Dallmayr
(Germany), DAC Beachcroft (UK) and Wilson Elser (US), developed in
response to increasing globalisation. Legalign Global facilitates a more
effective legal services response to global insurers and to their
customers participating in multi-national insurance programs and
works to a common Client Services Charter.

OUR GOVERNANCE

SUMMARY AND HIGHLIGHTS:

W+K actively works to ensure that we meet
all requirements in areas where regulations
guide our work. Our business relies on a
range of specialist skills, including Legal,
Financial, Information Technology, People
and Supplier practices.

GO

. L. . CODEOF  COMPLAINTS RISK
All professionals within the business are CONDUGT & GRIEVANCE MANAGEMENT

responsible for maintaining licensing and TRANING  MECHANISM ~ PLAN
professional accreditations as active
practicing professionals. Further
information
from AusLSA
The below icons provide limited
information about the firm’s legal pro
bono commitment. More extensive

information is reported by the Australian Pro
Bono Centre and on individual firm’'s websites.

Across the business, we are also guided by
relevant legislative and compliance
frameworks that inform the policies and
practices of the firm and the day to day work
of our people

MODERN ~ NSW STATE ~ FEDERAL
SLAVERY  LEGISLATION LEGISLATION
PROGRAM  PARTICIPATION PARTICIPATION
IN DEV'T

SCOPE 0.74t
ONE 0.10%
SCOPE 250t
TWO 35%
SCOPE 473t
THREE 65%

723t — 2.5t/employee

CYCL”VC

OFFICES
T A CH

o .
“office avail A

A2

INITIATIVES:

* Corporate donations
 External events and
appeals ® Internal appeals and
collections ® Workplace giving
matching ® Workplace giving
programs

INITIATIVES:

® Boards ® Charity events
and appeals ® General
Community Volunteering ® Host

or lead external events
Organised volunteering activities ®
Paid volunteer time for employees
® Secondments to NGOs e Skilled

volunteering

OUR ENVIRONMENT

SUMMARY AND HIGHLIGHTS:

W+K’s national wide Environmental Sustainability
Committee are committed to understanding and
reducing our environmental impact, promoting
sustainability, and achieving continuous
improvement in our environmental performance
across the business.

W+K'is committed to reducing paper wastage
through “follow me’ printing and electronic file
management, and continues to strive towards
implementing its ‘PaperLite project’, together with
the drafting of a ‘printing policy’. Keep-cups have
been provided to all staff to reduce waste
consumption, and there has been a focus to stock
more ‘green’ consumable products with an end
emphasis on recycling rather than disposing.

Wotton + Kearney is committed to making a
difference in people’s lives through its pro bono,
community and responsible business program —
Community Footprint. We have formed long-term
partnerships with community legal centres and
charities across Australia and New Zealand and
beyond, to make sure that our work is targeted to
addressing greatest needs and driving positive
change in society.

Our key aim is to address inequalities in our
communities, with a focus on UN Sustainable
Development Goals, with a particular focus on
Gender Equality, Reduced Inequalities, Climate
Action, Peace, Justice and Strong institutions.

We partner with one charity each year to focus our
advocacy, fundraising and volunteering efforts. In
FY2019 and FY2020 W+K has partnered with Black
Dog Institute to help reignite a dialogue around
mental health and build meaningful and lasting
fundraising impact and engagement.



http://www.wottonkearney.com.au/corporate-social-responsibility/
http://www.wottonkearney.com.au/pro-bono/
http://www.probonocentre.org.au/information-on-pro-bono
http://www.wottonkearney.com.au/
http://www.wottonkearney.com.au/pro-bono/
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AusLSA MEMBERS

Allen & Overy

Allens

Ashurst

Baker McKenzie
Barry.Nilsson

Carroll & O'Dea

Clayton Utz

Coleman Greig

Colin Biggers Paisley
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The Lantern Legal Group
Wotton Kearney

An additional two AusLSA Members submitted Environmental Reports for inclusion in our analyses of the sector but elected not to publish.



http://bluepenguin.com.au
http://bluepenguin.com.au/
http://bluepenguin.com.au/






