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General Counsel and  
Corporate Lawyers’ Salaries
Salaries contrinue to rise for top legal talent, with strong demand 
for capability, commerciality and leadership.

GENERAL COUNSEL

GOVERNMENT & NOT-FOR-PROFIT

CORPORATE LAWYERS

ROLE SALARY RANGE (AUD) TYPICAL (MODE) (AUD)

Sole General Counsel $275k $450k $340k
General Counsel 
(Team of 1–4) $330k $500k $385k

General Counsel 
(Team of 4–20) $350k $550k $450k

General Counsel & 
Group General Counsel 
(Team of 20+)

$470k $1.2m $600k

Deputy General Counsel 
and Divisional General Counsel $335k $480k $385k

ROLE SALARY RANGE (AUD) TYPICAL (MODE) (AUD)

General Counsel (Government) $250k $700k $350k

General Counsel (NFP) $250k $350k $280k

SYDNEY
YEAR  
LEVEL

SALARY RANGE  
(AUD)

TYPICAL 
(MODE) (AUD)

1 $115k $130k $120k

2 $125k $150k $140k

3 $140k $165k $155k

4 $160k $180k $165k

5 $170k $200k $180k

6-8 $200k $250k $225k

8-10 $225k $300k $250k

10+ $250k $350k $280k 
Head  
of Legal $300k $380k $350k

MELBOURNE
YEAR  
LEVEL

SALARY RANGE  
(AUD)

TYPICAL 
(MODE) (AUD)

1 $100k $115k $105k

2 $110k $135k $120k

3 $125k $150k $140k

4 $140k $165k $160k

5 $160k $185k $175k

6-8 $180k $240k $210k

8-10 $200k $300k $250k

10+ $240k $330k $270k 
Head  
of Legal $270k $350k $310k

NOTE
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, experience and the size and com-
plexity of the organisation. For tailored advice, 
please contact our consultants.
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INCENTIVES  
AT A GLANCE

GENERAL COUNSEL

Short-term incentives
(cash bonus)

25–50%
of base salary

Typical (mode)

30%
of base salary

Top performers

80–100%+
of base salary

Long-term incentives
(equity, options or other)

25–50%
of base salary

Incentives vary depending 
on business performance 
and organisational structure. 
Some General Counsel roles 
have the ability to earn over 
100% of base salary in total 
variable remuneration.

CORPORATE LAWYERS
Short-term incentives (cash 
bonuses) typically range 
between 8 – 20% of base 
salary, with a mode of 10%.

Long-term incentives may 
also be offered in some 
roles/sectors (10–30% 
of base salary).



Corporate
GENERAL COUNSEL

REMUNERATION  
Remuneration for General Counsel is generally steady, although some 
specialists in construction and civil infrastructure, energy transition projects, 
technology/data centres and telecommunications infrastructure have enjoyed 
an increase beyond CPI. Organisations are increasingly viewing legal teams 
as strategic business partners rather than purely a cost centre, and that shift 
is reflected in how senior legal leaders are being benchmarked and rewarded.

Candidates increasingly prioritise work life balance, role scope, and career 
progression over headline salary alone, influencing how packages are 
structured and negotiated. Short and long term incentives (which may include 
equity in some sectors), and additional financial benefits (health and wellness, 
education and car-related allowances) continue to apply. 

RETENTION  
Competitive remuneration alone is no longer sufficient to retain top in house 
talent. Retention is enhanced through investment in upskilling (including in 
AI fluency), leadership development, and teaching lawyers to sharpen their 
commercial judgment. Legal counsel who can operate as strategic partners 
to the business, not just technical legal advisors, will be hired most readily by 
General Counsel.

USE OF EXTERNAL FIRMS 
In-house teams continue to retain more work internally due to cost pressures, 
AI efficiencies and expanded expertise in the legal team. Referral to the 
private professions is increasingly reserved for high risk, novel, or highly 
specialised matters. This places greater responsibility on General Counsel 
to manage legal spend, oversee AI enabled workflows and act as informed 
purchasers of external advice.

IMPACT OF AI 
AI adoption is now being used by General Counsel to reshape in house 
teams by automating lower value tasks (e.g. document review, contract 
triage, research), allowing lawyers to focus on commercial advice, strategic 
decision making, governance and risk. General Counsel are expected to 
demonstrate competency in data privacy and cyber security and to combine 
legal expertise with technology literacy and business acumen.

GENERAL COUNSEL

The Outlook 
The General Counsel role 
is continuing to evolve 
rapidly. The General 
Counsel is no longer 
merely the organisation’s 
senior lawyer but must 
adopt a broader enterprise 
leadership position covering 
governance, strategy, 
regulation, ESG, cyber 
security and AI-related 
risk. Boards are expecting 
General Counsel to 
contribute commercially 
and strategically, while 
also helping to manage 
organisational risk and cost 
pressures.

We expect external legal 
spend to continue to shift 
away from volume-based 
work towards specialist 
advisory and transaction 
support. Law firms offering 
pricing certainty, sector 
expertise and transparency 
around AI usage are likely to 
remain competitive. 

Demand is expected to 
remain strongest for General 
Counsel with a background 
in regulation, infrastructure, 
technology, energy, health 
and data-related sectors. 
That said, the overall 
number of General Counsel 
opportunities remains 
relatively limited, making 
competition for the top roles 
consistently strong.
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Corporate (con’td)

CORPORATE LAWYERS

REMUNERATION  
Remuneration for inhouse lawyers has remained steady 
due to global conditions including ongoing economic 
uncertainty. The significant remuneration growth for 
junior and intermediate level lawyers which has occurred 
in previous years has slowed. 

There remains a noticeable disconnect between inhouse 
lawyers’ expectations and employer appetite to pay 
them more. These lawyers expect the salary movement 
experienced during previous market peaks, while 
employers are becoming increasingly focused on value 
and capability.

Remuneration packages continue to include bonuses, 
equity (in some sectors), and other benefits such as 
car allowances, wellness allowance and additional paid 
parental leave. In-house lawyers increasingly prioritise 
work life balance, role scope, and career progression 
over headline salary alone, influencing how packages 
are structured and negotiated.

HYBRID WORKING ARRANGEMENTS 
Inhouse teams are impacted by the general trend in 
corporations to expect and even demand increased in-
office attendance. However, the availability of hybrid and 
flexible working remains a key consideration for inhouse 
lawyers, particularly in Victoria.

IMPACT OF AI  
AI adoption is automating lower value tasks allowing in-
house lawyers to focus on commercial advice that has 
real impact on the company’s operations. Most in-house 
roles now require lawyers to be able to provide advice 
on key risk issues associated with AI adoption, including 
data protection, cyber security and privacy.

IMPACT OF AI 
AI adoption is now being used by General Counsel to 
reshape in house teams by automating lower value 
tasks (e.g. document review, contract triage, research), 
allowing lawyers to focus on commercial advice, 
strategic decision making, governance and risk. General 
Counsel are expected to demonstrate competency in 
data privacy and cyber security and to combine legal 
expertise with technology literacy and business acumen.

CORPORATE LEGAL TEAMS 

The Outlook 
Remuneration increases will favour in-house 
lawyers with specialist experience or skills, high 
calibre backgrounds and strong stakeholder 
engagement skills. Roles focused heavily on 
process and low-complexity work will face 
slower salary growth.

Expect flatter teams, fewer middle management 
layers, and faster progression for high 
performers.
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Company Secretaries COMPANY SECRETARIES 

The Outlook 
The Company Secretary 
role will continue its shift 
from compliance executor 
to governance advisor and 
strategic Board partner. 
Boards are increasingly 
relying on Company 
Secretaries for judgment 
and regulatory foresight, not 
just process management. 
The role will continue to 
work closely with the Chair, 
General Counsel and Chief 
Financial Officer, with 
greater impact on Board 
effectiveness and risk 
escalation.

Regulatory complexity will 
increase, particularly around 
corporate disclosures, 
ESG, cyber resilience, AI 
governance, and Director 
accountability. Company 
Secretaries are expected to 
translate regulatory changes 
into practical governance 
frameworks, not merely 
record compliance. ASX 
listed and regulated entities 
will place higher value on 
experienced Company 
Secretaries who can 
anticipate regulatory and 
shareholder expectations, 
not just respond to them.

AI is automating routine 
tasks such as Board pack 
compilation and version 
control and action tracking, 
regulatory calendars and 
filings. This will reduce 
administrative load, but could 
increase accountability, as 
Company Secretaries are 
expected to oversee AI 
governance, accuracy and 
audit trails.

REMUNERATION  
Company Secretaries with ASX listed experience attract a clear remuneration 
premium due to exposure to continuous disclosure, market communications, and 
regulatory scrutiny. They tend to operate in a high risk, time critical environment, 
with personal accountability for disclosure accuracy, Board processes, and 
compliance with the Corporations Act and ASX Listing Rules. 

Listed Company Secretaries are more likely to participate in short term and 
long term incentive schemes, reflecting their C-suite status.

Unlisted Company Secretaries are typically remunerated lower on a like for 
like seniority basis, though premiums exist in large private and highly regulated 
entities. They generally have broader operational responsibilities, less public 
market pressure and lower immediacy of regulatory consequences. In unlisted 
environments, remuneration is more heavily weighted towards base salary, with 
incentives more common where the role supports transactions, growth, or exit 
events (e.g. IPO ready or PE owned companies). 

DEMAND  
There is a shortage of Company Secretaries with ASX-listed experience, making 
this capability highly sought after and difficult to replace. Unlisted experience 
remains valuable and transferable but moving into listed roles often requires 
demonstrable exposure to ASX obligations, Board advisory work, and regulator 
interaction. Employers are increasingly planning succession early and investing in 
upskilling to manage this risk.

IMPACT OF AI 
AI and governance platforms are impacting both cohorts, but differently. Listed 
Company Secretaries are leveraging AI for disclosure controls, Board reporting, 
regulatory monitoring, and risk escalation, increasing expectations around 
judgment and governance leadership. Unlisted Company Secretaries more often 
use AI to drive efficiency and scale across entity management, compliance, and 
policy administration, often covering larger portfolios with leaner teams.
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NOTE
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 secre-
tariat function, industry sector and level of management 
responsibility within the role. For tailored advice please 
contact our consultants.

COMPANY SECRETARIES (ASX-LISTED COMPANIES) 
ROLE SALARY RANGE (AUD) TYPICAL (MODE) (AUD)

Company Secretary $320k $550k $420k

Deputy Company Secretary $270k $380k $300k

Assistant Company Secretary $170k $240k $185k

COMPANY SECRETARIES (NON-LISTED COMPANIES)
ROLE SALARY RANGE (AUD) TYPICAL (MODE) (AUD)

Company Secretary $225k $350k $280k

Deputy Company Secretary $180k $250k $225k

Assistant Company Secretary $140k $200k $165k



SECTION TWO

Remuneration, recruitment and  
retention trends of the Australian 
corporate legal market.

Private Practice
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Partner Remuneration and  
Private Practice Lawyers’ Salaries
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TOP TIER & INTERNATIONAL FIRMS 

YEAR LEVEL SALARY RANGE (AUD) TYPICAL (MODE) (AUD)

SY
D

N
EY

1 $120k $145k $130k
2 $125k $150k $140k
3 $140k $170k $160k
4 $150k $180k $170k
5 $160k $185k $180k
SA 1 $200k $250k $220k
SA 2 $225k $270k $240k
SA 3 $230k $280k $250k
SA 4 $240k $320k $270k
SA 5/SC $260k $380k $300k

M
EL

BO
U

R
N

E

1 $115k $135k $120k
2 $120k $145k $130k
3 $130k $160k $140k
4 $140k $165k $160k
5 $160k $180k $170k
SA 1 $175k $200k $190k
SA 2 $200k $225k $210k
SA 3 $220k $255k $235k
SA 4 $235k $280k $255k
SA 5/SC $240k $340k $280k

MID TIER & SPECIALIST FIRMS 

YEAR LEVEL SALARY RANGE (AUD) TYPICAL (MODE) (AUD)

SY
D

N
EY

1 $110k $120k $115k
2 $120k $140k $130k
3 $130k $150k $140k
4 $140k $170k $160k
5 $150k 180k $170k
SA 1 $170k $200k $180k
SA 2 $180k $235k $225k
SA 3 $190k $240k $230k
SA 4 $200k $260k $240k
SA 5/SC $230k $320k $270k

M
EL

BO
U

R
N

E

1 $100k $115k $100k
2 $115k $130k $120k
3 $125k $135k $125k
4 $130k $155k $140k
5 $140k $160k $150k
SA 1 $160k $180k $165k
SA 2 $170k $190k $180k
SA 3 $180k 220k $200k
SA 4 $200k $250k $220k
SA 5/SC $230k $300k $240k

TOP TIER & INTERNATIONAL FIRMS SALARY RANGE (AUD) TYPICAL (MODE) (AUD)

SY
D Salaried $400k $750k $470k

Equity $800k $7.5m $2 million

M
EL

B Salaried $400k $650k $450k
Equity $700k $7m $1.7 million

MID TIER & SPECIALIST FIRMS SALARY RANGE (AUD) TYPICAL (MODE) (AUD)

SY
D Salaried $300k $500k $350k

Equity $450k $2m $800k

M
EL

B Salaried $250k $300k $300k
Equity $450k $1.5m $700k

PRIVATE PRACTICE LAWYERS

PARTNERS

Figures include superannuation but do not include bonuses or other benefits. For tailored advice please contact our consultants.



Private Practice
PARTNERS 

The Outlook 
PARTNERS

Growth will be slower 
and uneven, with strong 
performance concentrated 
in disputes, regulatory, 
infrastructure/energy, and 
complex transactions as 
demand for routine work 
flattens. AI driven fee 
compression will continue 
on commoditised work 
and partner profitability will 
depend on pricing discipline 
and portfolio mix. 

Expect widening earnings 
dispersion between high 
performing partners and 
the median. Capital and 
remuneration structures will 
increasingly reward client 
origination, cross selling and 
specialisation, rather than 
hours or team size.

Successful partners will be 
commercial strategists, not 
subject matter generalists.

Firms that delay restructuring 
partner models risk margin 
erosion and succession 
gaps as senior talent exits or 
moves out of equity.

INCOME AND ADVANCEMENT  
Median partner income growth is flat or slightly up on previous years, while 
top rainmakers continue to achieve substantial growth. The income gaps 
between lowest and highest earners are now significant.

Equity partnership is no longer the default. Most new partners are salaried or 
fixed-draw equity partners, with deferred and performance based buy ins. Firms 
are protecting incumbent equity returns and shifting risk downward.

Compensation is increasingly driven by contribution, not seniority. Lockstep 
models are almost eliminated in favour of numbers based systems weighted 
to financial contribution, client origination and margin. Partners with portable 
clients, pricing power through reputation and specialisation consistently 
outperform.

THE IMPACT OF AI  
AI is reducing some junior work and utilization and can increase matter 
margins.  Partners who bill on fixed fees can often secure an upside. Those 
partners billing purely on time often give efficiency gains back to clients. 
However, some clients remain concerned about the use of AI and seek to 
limit the sharing of confidential information with AI models. 

PARTNERS ON THE TOOLS 
Lean staffing and reduced leverage becoming a permanent reset. Smaller 
junior cohorts and greater partner involvement mean incomes now depend 
on matter design, team structure and value pricing, making partner earnings 
increasingly tied to individual financial performance. 
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Private Practice (con’td)

PRIVATE PRACTICE LAWYERS

REMUNERATION 
Salary progression for lawyers in private practice has generally slowed compared 
to previous years and has become less predictable. Some top performers are 
rewarded outside traditional remuneration bands based on their skills, quality 
of experience and performance. Broader trends include maintenance of hybrid 
working, flexible hours, additional leave, and role sustainability, often valued as 
highly as salary increases.

ROLE PARAMETERS 
The role of the lawyer in private practice is evolving from legal advisory and 
support to commercial advisor. Lawyers with AI literacy, strong stakeholder 
management, and cross functional capability are increasingly sought-after and 
remunerated accordingly. This shift is widening the pay gap between solicitors 
who are commercially astute and those with a narrow focus. Firms prefer 
solicitors who combine legal judgment, client skills and a strong commercial 
awareness. 

Headcount growth is relatively cautious, but high quality lateral hires are still 
highly sought after and receive attractive remuneration packages.

IMPACT OF AI 
AI is continuing to have a significant impact on private practice. Tasks 
such as legal research, document review, due diligence and discovery are 
increasingly automated, changing the expectations placed on lawyers. Firms 
are placing greater value on lawyers who can provide commercially focused 
advice, exercise sound judgment and communicate effectively with clients 
and stakeholders.

PRIVATE PRACTICE 
LAWYERS 

The Outlook 
We expect salary growth 
to remain more modest 
across much of the private 
practice market, with 
stronger remuneration 
outcomes concentrated 
around promotion points, 
particularly at Senior 
Associate level.

Practice areas linked 
to regulation, disputes, 
employment, infrastructure, 
energy and technology 
are likely to continue 
outperforming broader 
generalist practices as 
economic, regulatory and 
technological complexity 
increases.
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Contact us
We have offices in Sydney and Melbourne.
We invite you to contact us to discuss your remuneration and career options.

www.mahlab.com.au

syd@mahlab.com.au melb@mahlab.com.au

+61 2 9241 1199 +61 3 9629 2111

Level 8, 25 Bligh Street 
Sydney NSW 2000

Suite 302, 546 Collins Street 
Melbourne VIC 3000

Lisa Gazis
Managing Director
lisa.gazis@mahlab.com.au

Katherine Sampson
Managing Director
katherine.sampson@mahlab.com.au

John Egerton
Director
john.egerton@mahlab.com.au

Nick Robertson
Director
nick.robertson@mahlab.com.au

Nicola Phillips
Director
nicola.phillips@mahlab.com.au

Nalini Moore
Director
nalini.moore@mahlab.com.au

NEW SOUTH WALES VICTORIA


