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Welcome to the 2022 Mahlab Report.
We are pleased to present Mahlab Report 2022 which contains information regarding remuneration levels based on July 2022 reviews,
as well as our insights into remuneration, recruitment, and legal market trends.
The Australian legal profession has had one of the busiest years on record, with law firms and in-house teams finding it difficult to keep
up with service demands and workloads. Transactional work post Covid lockdowns has surged: particularly mergers and acquisitions,
funds management, finance, property, infrastructure, employment law, and regulatory work.
Lawyers are being lured overseas by firms offering higher salaries. Pent up demand from Australian lawyers who have remained in Australia
due to closed borders has added to this exodus. Staff shortages are now acute and time to hire is increasing, creating business issues, and
forcing law firms and in-house teams to turn away work. Staff absences for illness and isolation exacerbated an already pressed legal market.
Employers are competing fiercely to attract and retain staff and are offering financial rewards and incentives not seen in the legal market
for well over a decade.
Remuneration for lawyers has increased across the board and partnership ranks have grown. The timeframe for advancement to Senior
Associate and Partner has shortened to retain staff. The corporate market has found it difficult to keep up with the salaries offered in
private practice and a gap is now emerging between in-house (particularly in government) and private practice salaries.
The focus by all employers on employee wellbeing and satisfaction has continued this year. Many lawyers are increasingly values and
purpose driven, and seek opportunities which align with their personal values.
The challenge for employers in 2022 is securing and retaining staff in a hyper competitive and dynamic market offering an increasing
diverse range of opportunities.
We hope you find Mahlab Report 2022 an interesting read and a valuable resource.
We welcome your comments on our Report. Please send these to our Managing Directors:
Lisa Gazis
Managing Director of Mahlab (NSW)
Lisa.gazis@mahlab.com.au

Katherine Sampson
Managing Director of Mahlab (VIC)
Katherine.sampson@mahlab.com.au
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Private Practice
The private practice legal talent market has been one of the strongest markets for lawyers in Australian
history. The shortage of legal talent has resulted in a hyper competitive market which has driven salaries to
the highest levels in decades, reduced lead times to promotions and, and is forcing law firms to rethink their
employee value proposition.
RECRUITMENT

RETENTION

Employment market strongest it has been in years.

Resignation rates in law firms have surged with reports of multiple
resignations in one day becoming more common.

Lawyers are increasingly mobile.
Strong transactional activity kept law firm revenue high
and demand for talent soaring.
Areas of demand Vic & NSW: corporate, private equity,
energy and resources, renewables, mergers and
acquisitions, employment, litigation and technology,
banking and finance, financial services and construction/
infrastructure.
Lawyers with 3-8 years’ experience most sought after.
Time taken to replace staff has increased: some firms
must turn away work where they do not have capacity
to meet client expectations.
After two years of travel restrictions, there is an exodus
of talented junior to mid level lawyers to international
markets, predominantly New York and London. Firms
are struggling to recruit to replace these losses.
The major law firms have increasingly turned to mid
sized and on occasion small law firms for junior and
mid level lawyers, creating a cascading private practice
shortage, fuelled also by increased demand for mid level
lawyers in in-house and government roles. As a result,
salaries have increased and sign on bonuses are now
more common.
Small to mid sized firms face the challenge of backfilling
roles vacated by lawyers who are leaving for larger
private practice opportunities which may pave the way
to international opportunities.
Fewer Australian lawyers working overseas want to
return to the Australian market than expected: lawyers
who were unable to enjoy the benefits of living overseas
during the pandemic can now do so and they don’t
want to relinquish their US or UK salary.

Law firms are working harder than ever to retain staff.
Most firms now offer benefits beyond fixed remuneration e.g.,
bonuses, wellbeing programmes and support, increased flexibility,
training and development opportunities, overseas secondments,
and pro bono work.
Partners are encouraged to spend more time engaging with their
lawyers in conversations about their careers and facilitating career
opportunities within the firm to deepen and cement relationships.
Financial rewards and increased salaries are proving less effective
in retaining staff who are seeking other opportunities.
Experienced lawyers generally have an invitation to return to their
law firm after their overseas work experience or should things not
work out with a local employer.
International law firms are taking advantage of their ability to offer
staff the opportunity to work in their overseas offices.
Firms are taking a longer term view and maintaining their
connections with alumni overseas in the hope they may return.
Firms are taking advantage of the easing of travel restrictions to
undertake off-site training and staff conferences as a means of
rebuilding culture.
Firms are realigning salaries internally to ensure those lawyers who
remain in their employ remain on par with new recruits. This has
resulted in several out-of-cycle reviews this year at certain major
firms.
Law firms are now promoting staff at a much earlier stage in
their career to retain them and, consequently increasing their
remuneration and charge out rates. Whilst typically, senior
associateship was achieved in 5 years, lawyers are now most
commonly being promoted after 4 years.
Many lawyers waited for the end of financial year remuneration
reviews to evaluate their salary increases, career progression
opportunities within firms and, their options.
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REMUNERATION
Junior lawyers received strong remuneration increases of 1020%, in the most recent salary reviews.

Law firms are continuing to offer premium salaries, sign on
bonuses and immediate promotion to attract staff.

Remuneration reviews for senior associates in NSW and
Victoria have been typically in the range of 5-8%.

Out-of-cycle reviews and bonuses are being used to ensure
highly valued and hard to replace staff who remain with
a firm do not fall behind the dynamic market. While this
trend continues, some firms have called a halt, opining that
extraordinary pay increases mean unsustainable hourly rates
for clients.

Bonuses were typically 12-15%.
Salary bands are variable and the hyper competition for talent
in the Australian legal market has meant that salary bands
have shifted more regularly.
Most of the major firms are bringing their remuneration
bands in line nationally. As the market becomes more fluid
(i.e., people working from remote locations) lawyers are not
prepared to take a salary cut for doing the same work from a
different location in Australia.

Firms that are faced with a resignation of a valued lawyer
are more inclined to counter offer, with promises not only
of increased remuneration but also other benefits. While
counter offers can be attractive and compelling, the reasons
for leaving a law firm can be more complex than and counter
offers generally do not prevent departures.

Salaries for entry level to senior associates at major law firms
have jumped and now sit at around $165,000 - $180,000
package (incl. superannuation).

TRENDS
New recruits will continue to receive premium salary offers
and financial incentives.
New and incumbent employees will continue to work
harder and longer hours, absorbing the work resulting
from staff shortages and the sheer volume of the demand
for legal services.
This environment of high salaries and longer hours is likely
to be unsustainable in the medium term.
Well paid lawyers and senior associates continue to value
life balance over the short term financial gain and the long
term prospect of partnership.
Many lawyers will vote with their feet in the next 12 to
18 months to pursue their interest in options outside
private practice. The test will be whether they can accept
a possible drop in remuneration to move in-house or to
government law.
Law firms are now open to lawyers working remotely or
from interstate offices.

Partners are investing more time in mentoring, training and
bonding with lawyers to build, develop and maintain culture.
They are also taking a more active role in recruiting lawyers.
Law firms will continue to be more proactive in sourcing
talent and open to considering not only premium financial
rewards but also many diverse types of benefits that can
provide a compelling offer to attract talent.
Promotion will continue to be offered earlier to lawyers as an
attraction and retention strategy
Increased movement from mid sized and smaller law firms to
the major and international firms will continue.
Economic headwinds are coming. Many clients will not
tolerate increased fee rates, and this may create pressure
on salary increases and the payment of bonuses which
ultimately impact law firm profits.
Onshoring hubs are being established where work is being
moved out of commercial centres such as Sydney and
Melbourne to cheaper and more affordable locations.

Working from home means that many lawyers work longer
hours without the day-to-day interaction, mentoring, social
and learning opportunities they would enjoy in the office.
This is particularly difficult for junior lawyers. Law firms will
continue to strive to overcome the impact on staff.
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Private Practice Lawyers’ Salaries
MAJOR FIRMS
SYDNEY

MELBOURNE

Year Level

Range

Mode

Year Level

Range

Mode

1

$100,000 – $110,000

$105,000

1

$90,000 – $100,000

$95,000

2

$110,000 – $125,000

$115,000

2

$96,000 – $115,000

$105,000

3

$120,000 – $145,000

$135,000

3

$120,000 – $145,000

$130,000

4

$140,000 – $170,000

$160,000

4

$140,000 – $165,000

$155,000

SA 1

$170,000 – $185,000

$170,000

SA 1

$165,000 – $175,000

$165,000

SA 2

$185,000 – $230,000

$210,000

SA 2

$180,000 – $210,000

$200,000

SA 3

$200,000 – $245,000

$230,000

SA 3

$200,000 – $230,000

$220,000

SA 4

$210,000 – $265,000

$240,000

SA 4

$210,000 – $245,000

$240,000

SA 5/SC

$240,000 – $350,000

$280,000

SA 5/SC

$220,000 – $330,000

$260,000

Year Level

Range

Mode

1

$85,000 – $105,000

$100,000

Figures include superannuation but do not include bonuses or
other benefits.

2

$100,000 – $120,000

$115,000

3

$125,000 – $145,000

$135,000

4

$140,000 – $170,000

$160,000

SA 1

$170,000 – $185,000

$170,000

SA 2

$185,000 – $230,000

$210,000

SA 3

$200,000 – $245,000

$230,000

SA 4

$210,000 – $265,000

$240,000

SA 5/SC

$240,000 – $350,000

$280,000

BRISBANE

The defining criteria of what is a major, mid and small commercial
CBD firm includes: size, locations, reputation, quality of work,
expectations of employer as well as pay, desirability of employment
and training and development.
Given that firms take into account a range of factors when
determining remuneration, an individual’s position within a band
will vary based on their background, experience and performance.
Lawyers paid at the higher end of the bands are usually top
performers and/or employees who bring with them an additional
skill that is over and above the general requirements for the role.
For tailored advice please contact our consultants.
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Private Practice Lawyers’ Salaries
MID FIRMS

SYDNEY

MELBOURNE

Year Level

Range

Mode

Year Level

Range

Mode

1

$80,000 – $100,000

$90,000

1

$75,000 – $95,000

$85,000

2

$90,000 – $115,000

$110,000

2

$85,000 – $110,000

$100,000

3

$110,000 – $140,000

$130,000

3

$110,000 – $130,000

$115,000

4

$130,000 – $155,000

$140,000

4

$120,000 – $150,000

$130,000

SA 1

$150,000 – $170,000

$165,000

SA 1

$140,000 – $160,000

$150,000

SA 2

$165,000 – $190,000

$175,000

SA 2

$145,000 – $175,000

$160,000

SA 3

$180,000 – $220,000

$200,000

SA 3

$165,000 – $200,000

$175,000

SA 4

$190,000 – $240,000

$220,000

SA 4

$175,000 – $210,000

$190,000

SA 5/SC

$200,000 – $270,000

$240,000

SA 5/SC

$180,000 – $240,000

$210,000

Year Level

Range

Mode

1

$75,000 – $95,000

$90,000

2

$90,000 – $120,000

$110,000

3

$110,000 – $140,000

$130,000

4

$130,000 – $155,000

$140,000

SA 1

$150,000 – $170,000

$165,000

SA 2

$165,000 – $190,000

$175,000

SA 3

$180,000 – $220,000

$200,000

SA 4

$190,000 – $240,000

$220,000

SA 5/SC

$200,000 – $270,000

$240,000

BRISBANE

Figures include superannuation but do not include bonuses or
other benefits.
The defining criteria of what is a major, mid and small commercial
CBD firm includes: size, locations, reputation, quality of
work, expectations of employer as well as pay, desirability of
employment and training and development.
Given that firms take into account a range of factors when
determining remuneration, an individual’s position within a
band will vary based on their background, experience and
performance. Lawyers paid at the higher end of the bands are
usually top performers and/or employees who bring with them an
additional skill that is over and above the general requirements for
the role. For tailored advice please contact our consultants.
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SMALL COMMERCIAL FIRMS

SYDNEY

MELBOURNE

Year Level

Range

Mode

Year Level

Range

Mode

1

$65,000 – $75000

$70,000

1

$60,000 – $70,000

$65,000

2

$70,000 – $95,000

$80,000

2

$65,000 – $85,000

$75,000

3

$80,000 – $100,000

$90,000

3

$75,000 – $95,000

$85,000

4

$90,000 – $125,000

$100,000

4

$85,000 – $120,000

$95,000

SA 1

$120,000 – $170,000

$140,000

SA 1

$110,000 – $150,000

$130,000

SA 2

$130,000 – $190,000

$150,000

SA 2

$120,000 – $160,000

$140,000

SA 3

$145,000 – $195,000

$165,000

SA 3

$135,000 – $175,000

$155,000

SA 4

$155,000 – $210,000

$175,000

SA 4

$145,000 – $190,000

$160,000

SA 5/SC

$180,000 – $230,000

$195,000

SA 5/SC

$160,000 – $200,000

$170,000

Year Level

Range

Mode

1

$60,000 – $75,000

$70,000

2

$70,000 – $95,000

$80,000

3

$80,000 – $100,000

$90,000

4

$90,000 – $125,000

$100,000

SA 1

$120,000 – $170,000

$140,000

SA 2

$130,000 – $190,000

$150,000

SA 3

$145,000 – $195,000

$165,000

SA 4

$155,000 – $210,000

$175,000

SA 5/SC

$180,000 – $230,000

$195,000

BRISBANE

Figures include superannuation but do not include bonuses or
other benefits.
The defining criteria of what is a major, mid and small commercial
CBD firm includes: size, locations, reputation, quality of
work, expectations of employer as well as pay, desirability of
employment and training and development.
Given that firms take into account a range of factors when
determining remuneration, an individual’s position within a
band will vary based on their background, experience and
performance. Lawyers paid at the higher end of the bands are
usually top performers and/or employees who bring with them an
additional skill that is over and above the general requirements for
the role. For tailored advice please contact our consultants.
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Partners
RECRUITMENT

RETENTION

Activity in partner movement remained strong,
particularly as there was less movement during the
pandemic and the entry of international law firms
into the Australian market had slowed.

Mobility of partners increased from last year and remained steady
but overall retention levels reflect the strong financial performance of
their home law firm, a reluctance to risk a move to a new firm in an
uncertain economic environment and the uncertainty that they will be
able to bring their team with them to a new firm.

Partners wanting to make a move to another firm
have found it challenging to make plans as their
ability to retain and bring their team is no longer
assured in the war for talent.

The return to working from the office meant partners unhappy with
management and profitability levels are now considering their options.

Less movement of partners from major to mid sized
law firms as major firms have been performing
strongly and, since the pandemic, clients are less
transportable.
Mid sized and small law firms are continuing to
offer salaried partnerships to senior lawyers who
have good legal skills, some clients and business
development skills. This allows firms to secure
quality lawyers and grow in areas of strategic need.

Law firms are investing further in innovation and technology such as
legal practice management software to create efficiencies to free up
partners and staff and to better manage workflows.

TRENDS
The pressure on law firm profitability will increase due to the
shortage of trained lawyers.
Partners will continue to work longer hours and their billable hours
will continue to increase.
The traditional law firm pyramid is collapsing as mid level lawyers
are not easily replaced.

REMUNERATION
Firms generally performed strongly this year with
super profits and partner draws.
Partners in high demand areas received bonuses in
addition to healthy draw entitlements.

Partners are working harder than ever as clients seek direct
partner access. Remote working has also impacted the delegation
of work to lawyers and lawyer supervision as has the lack of staff.
Firms face the challenge of dealing with current staff shortages
whilst also preparing for economic headwinds.
Firms will continue to expand by acquisition and by expanding
into new service areas.

Partners’ Remuneration
MAJOR FIRMS

MID FIRMS

SMALL FIRMS

Mode

Mode

Mode

SYDNEY
$1,500,000

SYDNEY
$975,000

SYDNEY
$485,000

MELBOURNE
$1,500,000

MELBOURNE
$965,000

MELBOURNE
$475,000

BRISBANE
$1,380,000

BRISBANE
$825,000

BRISBANE
$370,000
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Corporate
The Corporate recruitment market has been extremely busy, buoyed by market activity, the
complex regulatory environment and an acute shortage of suitably qualified lawyers. Competition
for talent is at an all time high, particularly for junior and mid level lawyers, and corporate
employers are now having to compete with the premium salaries being offered in private practice.
RECRUITMENT
The recent strong economy and corporate growth have
led to the creation of roles and to a buoyant job market.
Demand for lawyers is very high across most industry
sectors.
Sectors of lawyer demand include health, FMCG
employment, technology, infrastructure and projects,
energy including renewables, finance, funds management,
property development, education, and government.
Junior and mid level lawyers wanting to move are
finding that there is an abundance of roles on offer in the
corporate market.
Lawyers are more selective in their job choices, able to be
so due to the high volume of opportunities available.
Lawyers are choosing jobs based on their skills
compatibility, the role responsibilities and its level,
remuneration and career prospects.
A critical consideration when choosing jobs is an
alignment of their personal values with the company
values, including the company’s position on hybrid
working and ESG.
Lawyers are also seeking a positive workplace with
demonstrated diversity in the leadership team.
The greatest demand is for junior to mid level lawyers with
3 – 8 years’ PQE.
Increased hiring, fewer Australian lawyers returning from
overseas roles, competitive counter offers by employers
when lawyers seek to resign and, improvements in work
conditions are slowing lawyer mobility.

Given the shortage of available talent, there is a greater
willingness for employers to be flexible when hiring.
Employers are now more prepared to hire a lawyer and train
them to fulfil a role if they believe the lawyer will be a good fit for
the organisation, has strong foundational legal skills and the
right attitude.
Employers are hiring more senior lawyers on a part time basis,
to do the same role a mid level lawyer would have done full time.
Employers are offering a range of benefits beyond financial
reward to attract lawyers, and these include hybrid working,
additional paid leave and part time employment.
In the race to hire, employers with protracted recruitment
practices have found that they lose lawyers they want to attract
to faster moving employers with more efficient hiring processes.
Lawyer mobility stalls during periods of salary reviews,
promotions and payment of bonuses, most common mid
calendar year. This also creates challenges for recruitment
teams and impacts hiring.
At the senior end…..
General Counsel roles have remained stable this year.
When hiring General Counsel, some employers are more open
to considering senior legal counsel seeking to take the next
step in their career. This is a less expensive and a more strategic
long term option.
The General Counsel market consists of replacement roles and
greenfield opportunities (this is particularly so in the tech/start
up sector).
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RETENTION
Employers are offering more flexibility
around how work is performed, and
generally this is leading to a move
away from presenteeism.
There is a greater focus on the
onboarding of new hires.
Effective onboarding of new hires
ensures lawyers feel aligned to the
organisation, understand the business
and can better develop relationships
with colleagues and stakeholders.
Employers are focussing on creating
a positive workplace culture and an
alignment with purpose and values as
a retention strategy.
Now that border restrictions have
eased lawyers are starting to travel
to other offices and to attend internal
legal conferences both in Australia
and overseas.

REMUNERATION

TRENDS

Remuneration increases in the
corporate environment have typically
ranged from 5-7.5%.

Multiple offers abound for highly
sought-after junior and mid level
candidates.

Junior and mid level lawyers leaving
private practice to go in-house usually
receive a salary increase with the
move. In some instances, these salary
increases are substantial.

General Counsel are increasingly
focussing on innovations in legal
operations management and
technology.
Travel for work related purposes is
slowly being reintroduced.

Employers are increasingly relying on
bonuses to reward staff, and these
have ranged from 10%-30%.

Permanent roles where lawyers can
work remotely from another city or
regional centre are on the rise.

Generally, the more senior the lawyer,
the higher the annual bonus potential.
Some Senior Legal Counsel and
General Counsel also receive longer
term incentives such as share options
which tend to vest over three years.

Corporate Lawyers’ Salaries

SYDNEY

MELBOURNE

Year Level

Range

Mode

Year Level

Range

Mode

1

$90,000 – $110,000

$105,000

1

$90,000 – $110,000

$100,000

2

$110,000 – $170,000

$125,000

2

$110,000 – $135,000

$120,000

3

$130,000 – $150,000

$145,000

3

$125,000 – $166,000

$140,000

4

$150,000 – $180,000

$165,000

4

$145,000 – $180,000

$160,000

5

$160,000 – $185,000

$175,000

5

$150,000 – $185,000

$170,000

6-8

$190,000 – $240,000

$215,000

6-8

$180,000 – $240,000

$210,000

8-10

$200,000 – $260,000

$245,000

8-10

$200,000 – $260,000

$240,000

10+ inc DGC

$240,000 – $350,000

$270,000

10+ inc DGC

$240,000 – $350,000

$265,000
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Corporate Lawyers’ Salaries (cont’d)
BRISBANE
Year Level

Range

Mode

1

$80,000 – $100,000

$90,000

2

$90,000 – $120,000

$115,000

3

$110,000 – $140,000

$130,000

4

$120,000 – $160,000

$150,000

5

$140,000 – $180,000

$170,000

6-8

$160,000 – $200,000

$190,000

8-10

$190,000 – $240,000

$210,000

10+ inc DGC

$200,000 – $310,000

$240,000

Figures include superannuation but do not include bonuses or
other benefits.
Salary bands in the corporate market tend to be very broad.
An individual’s position within a band will depend on a number
of factors including background and experience of the
individual, size of the organisation and its legal function, industry
sector and level of management responsibility within the role.
For tailored advice please contact our consultants.
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Company Secretaries
RECRUITMENT

REMUNERATION

There has been a steady demand for Company Secretaries
at all levels reflecting the increasing focus on governance
and the complex regulatory environment.
There has been increased demand for legally qualified
candidates with ASX-listed company experience who can
implement robust governance policies, lead teams and
manage stakeholders.
There has been an increase in pure Company Secretary
roles and a move away from combined general counsel/
company secretary roles particularly in listed companies.
There is a greater focus on attracting Company Secretaries
with strong interpersonal and influencing skills, who can
make an impact and influence change.
Those candidates with strong technical skills and
interpersonal skills are rare and financially well rewarded.

Remuneration levels are competitive for Company
Secretaries in Board facing roles, particularly in the ASX
environment. Those who manage a sizable governance
team are also paid at the higher range.
Salaries are increasing for Company Secretaries at the
Assistant and Deputy Company Secretary level.
Some Company Secretaries receive bonuses, generally
around 20%. If the Company Secretary is a member of the
Executive team, their bonus is often higher.

TRENDS

Time to hire is increasing due to the scarcity of talent.

In large corporates, the move away from fused legal and
company secretarial roles continues, particularly in the
ASX100.

RETENTION

Increasingly, the company secretarial role is viewed
as one of the most important roles in an organisation,
particularly given the complex and challenging regulatory
environments and associated risks.

Due to it being a specialist skill set, resourcing the company
secretarial function continues to be an issue.
Companies are increasing the size of their governance
teams and using technology to better resource the function.
This also assists to alleviate demands on staff.
Greater flexibility is now offered and many Company Secretaries
enjoy hybrid work arrangements and work part time.

The Company Secretary is increasingly seen not only as
the gatekeeper for the Board but also as the governance
officer of the company. The responsibilities of the role and
its strategic element are much larger than ever before.
The stature of the role of Company Secretary and its
associated risks are undoubtedly increasing which is
reflected in attractive remuneration packages for those at
a senior level.

Company Secretaries’ Salaries
PUBLICLY LISTED COMPANIES

NON-PUBLICLY LISTED COMPANIES

NATIONAL

NATIONAL

Range

Mode

Range

Mode

$300,000 – $550,000

$380,000

$220,000 – $360,000

$ 285,000

Figures include superannuation but do not include bonuses or other benefits.
Salary bands for company secretaries are broad. An individual’s position within a band will depend on a number of factors including background and experience of
the individual, size of the organisation and its secretariat function, industry sector and level of management responsibility within the role. For tailored advice please
contact our consultants.

Sydney Office
L5, 25 Bligh St, Sydney NSW 2000
E syd@mahlab.com.au
P +61 2 9241 1199

Melbourne Office
L2, 535 Bourke St, Melbourne VIC 3000
E melb@mahlab.com.au
P +61 3 9629 2111

