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OUR WORKPLACE
We are all unique and each person has a particular contribution to make in 
delivering Shoosmiths’ strategy, which is why our employee engagement 
strategy places the employee at the centre of our management processes 
and systems. We also want to inspire and empower our people to use their 
talents to make a positive difference in their communities. 

Our workplace programme for the period 
2016/2019 concentrates on:

 opportunities provided for all to meet 
their full potential and demonstrate 
leadership;

 attaining the highest standards of safety 
performance;

 everyone feeling welcome, valued, 
included, healthy and happy;

 inspiration of individuals interested in 
working in the legal sector irrespective of 
background or circumstances; and

 giving people the trust, freedom and 
authority to make a difference in their role 
for the benefit of colleagues and clients.

At the end of April 2018, we employed 1,613 
people (1,507.7 full-time equivalents/fte), of 
which there were 187 partners and partner 
equivalents in 11 locations.

An engaged workforce is delivered by:
 working: life collaboration and a 

continued momentum to support flexible/
agile working;

 providing a strategic backdrop so that 
each person understands the purpose of 
his/her role;

 regular staff ‘listenings’ that enable us 
to identify improved ways of working, 
sharing of best practice and open 
appraisal of personal performance;

 manager training and understanding of 
employee engagement and the need for 
emotional intelligence;

 individualised flexible benefits, 
recognising one offer does not suit all as 
staff needs will vary according to such 
factors as career stage, length of service 
and personal factors;

 placing the well-being of an individual as a 
business priority; and

 tone of voice engagement that 
encourages feedback and creates an 
environment where staff are empowered 
to ask questions and stretch boundaries, 
and managers are empowered to say no 
if the answer to that question is not good 
for business. 

During 2017, we were re-accredited for the 
third time to the Investors in People Gold 
standard (IiP). IiP reflects the very best in 
people management excellence and is based 
on nine indicators underpinned by the three 
themes: Leading, Improving and Supporting.

SHOOSMITHS IS RE-ACCREDITED TO 
THE INVESTORS IN PEOPLE GOLD 
STANDARD

‘Shoosmiths first became IiP accredited 
in 1999 and, in 2011, was the first UK top 
200 law firm to be accredited to the Gold 
standard. We are proud to be recognised 
as a great place to work.
During our 2017 assessment, IiP made 
a number of recommendations which 
will help inform our programme 
and therefore our re-affirmation to 
achieve Platinum status when the next 
re-accreditation takes place in 2020. 
These include a continued focus on such 
areas as leading and inspiring people, 
empowering and involving people, 
managing performance, recognising and 
rewarding high performance, building 
capability and delivering continuous 
improvement.’
Lisa Thompson, Head of HR, 
Shoosmiths LLP
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During the year, we took the decision to 
close our Basingstoke office due to the wind-
down of work carried out there reducing the 
headcount over the years from 500 to just 
60. The office was originally opened in 1999 
to service a number of referrer institutions 
with whom we built a sector-leading claimant 
personal injury practice. Some 10 years ago, 

we made a strategic decision to exit the low-
value personal injury market and the scaling 
back of this business coupled with a break in 
the lease of the office resulted in the decision 
to transfer as many staff as possible to our 
Solent and Thames Valley offices, which took 
place in March 2018.

Talent attraction and development
With unemployment levels at a 42-year 
record low, our ability to attract and retain 
the best talent will have a profound impact 
on the future success of Shoosmiths. By 
differentiating from our competitors, we 
have continued to position Shoosmiths as 
an employer of choice to attract, train and 
retain the best talent available. Informed 
content is the cornerstone to Shoosmiths’ 
talent attraction strategy so has been a key 
focus for 2017/2018, growing our presence 
on social media platforms and ensuring 
consistent and engaging content is created 
and shared.

Our online and offline branding and events 
provide one of the most successful drivers 
of direct applications to our vacancy pages 
for both early careers/graduates and more 
experienced hires. Through the careers blog, 
social media platforms, career events and 
our advertising activities we have made it 
a priority to share ideas and speak openly 
about what we can offer to applicants and 
in a way that is accessible to all – regardless 
of location or circumstance. Interaction 
includes hosting open evenings, scheduling 
question and answer sessions on Twitter, and 
hosting immersive content online through 
videos, blogs and LinkedIn groups. Using the 
hashtag #AskShoos, we invite applicants to 
post questions via social networks ensuring 
we can offer an instant response in ways the 
audience are familiar with.

Routes to qualification in the legal profession 
are still evolving over the next few years 
with the impending Solicitors Qualification 
Examination (SQE) set to commence in 2021. 
Over the last 12 months we have continued 
to develop our early careers model so that it 
supports school leavers and graduates with 
apprenticeships, placements and training 
programmes across the full breadth of our 
business services and legal teams.

Apprenticeships are now a regular part 
of our workforce with 18 hired in the 
2017/2018 period.

As part of our Young People in Law (YPiL) 
programme, we support schools across the 
UK by providing guidance for career choices, 
mock interviews and skills sessions tailored 
to an audience who might otherwise have 
dismissed the idea of a career in a law firm.

Shoosmiths offers a one-week summer 
placement scheme to those who wish 
to pursue a career in law, with 37 places 
provided during the reporting year. We also 
provide work shadowing opportunities of 
up to three days for those who have not 
yet made a decision but wish to experience 
a legal work environment, with 40 places 
provided in 2017/2018. 

We recognise that accessing a career in law 
can be a challenge for many individuals, 



31 

so we are committed to making positive 
changes to help candidates shine at each 
stage of their career.

TALENT DEVELOPMENT

During 2017/2018, we promoted 124 
colleagues. Appendix 2 details promotions 
by grade.

Looking ahead to 2018/2019, business 
plans are predicting a sharp increase 
in the volume of hiring needed to meet 
Divisional objectives, so we are increasing 
the headcount of the talent attraction team 
to ensure we continue to provide the best 
candidate and client, experience and source 
the best talent. We are also looking to 
centralise our business services recruitment 
to ensure we can recruit more vacancies 
directly and without the use of recruitment 
agencies.

Across the early careers platform, we will 
continue to focus on the changes to SRA 
legal education and training, and to prepare 
for implementation of the SQE. We are also 
planning an assessment centre redesign for 
2018/2019.

Employer branding will remain a key priority 
for the team to help distinguish Shoosmiths 
in a crowded recruitment market. We will 
continue to grow our social media footprint 
across LinkedIn, Twitter, Facebook and 
Instagram as well as refreshing the content 
on our external website.

OUR TRAINEE PROGRAMME 

Attracting the very best people to Shoosmiths 
is a vital component of our business strategy. 
In July 2017, 96 candidates, selected from 
more than 1,600 applications (122 plus 
universities) attended an assessment day 
which is centred on our values and providing 
the candidate with a fantastic experience. 
We endeavour to attract, retain, support and 
develop a diverse workforce, and provide an 
environment where people are valued, feel 
healthy and happy, and can achieve their full 
capability.

Our graduate assessment centres conduct 
CV blind interviewing which removes the 
potential for bias on the grounds of gender, 
ethnicity or social background.

We recruit both law and non-law students as 
they bring different skills to Shoosmiths; in 
2017, 60% law candidates and 40% non-law 
were recruited. Law is an academic subject 
but we recognise that some candidates peak 
at different times in their lives and so prefer 
to focus instead on competency skills and 
values rather than select people purely on 
academic results. To ensure we create the 
best opportunity to access the profession, 
we have lowered our graduate recruitment 
requirement to CCC at A level (or equivalent) 
and place less emphasis on pure academic 
background. 52% of applicants who received 
training contract offers in 2017 had A levels 
below the old AAB minimum standard.

At school careers fairs or employer 
presentations, current trainees talk about the 
opportunities they have to contribute to the 
local community throughout their training 



32 

contract and are proud to contribute to our 
CR aspirations.

To support our effort to widen access to 
law, our insight evenings are open to any 
university student or graduate, and we do 
not ask for A level grades on the application. 
We believe that all students and graduates 
should have access to events to learn more 
about a career in law. At these events, we 
promote a message of health and well-
being by not serving alcohol, which has 
been welcomed by students and staff. We 
invited over 250 candidates to attend our 
events across the UK during the year, 46% 
of whom were not white-British, and 53% of 
whom were the first generation to attend 
university. Our speakers share inspirational 
stories about their journey into law, so that 
candidates can see that success is within 
their reach.

Shoosmiths collaborates with a number of 
organisations including Aspiring Solicitors 
and Birmingham Black Lawyers (BBL) to 
improve our accessibility to talent. 

The Shoosmiths graduate recruitment 
development programme consists of a 
range of innovative activities that allow 
graduates to successfully integrate with the 
culture and values of the firm. Starting with 
the on-boarding process where successful 
candidates have the chance to meet their 
future colleagues and learn more about the 
firm in a social environment, through the 
week-long trainee induction, and then on 
joining their teams. Support networks are 
provided through the graduate recruitment 
team, local HR teams, and peer networks. 
Trainees are supported through their two-
year training contract by a number of groups 
within the firm and are encouraged to get 
involved in activities outside their day-to-day 
responsibilities. These activities can include 
CR and well-being initiatives, providing 
advice on a pro bono basis, fundraising 
and organising events such as our LeanIn 
Network.

The 22 first-year trainees also completed 
the annual CR challenge, which this year 
focused on providing supervised pro bono 
legal advice to organisations addressing one 
or more of the SDGs in the UK. (See the pro 
bono section on page 48 for details.)

PARTNERING WITH ASPIRING 
SOLICITORS

‘We have partnered with Aspiring 
Solicitors since November 2016 and 
during 2017/2018 we ran three events 
together, running access to skills 
development workshops, and we also 
provided a mentoring service via 14 
professional ambassadors (solicitors 
within Shoosmiths who mentored 
Aspiring Solicitors members). This 
partnership resulted in 13 out of 21 
(62%) training offer contracts being 
made by law firms to Aspiring Solicitors' 
members. Of the 13 training contracts, 
Aspiring Solicitors provided support 
to five students (24%) and significant 
support to four (19%).
Aspiring Solicitors provided support 
to these students by coaching and 
mentoring them while they navigated 
the training contract application and 
recruitment process.
Of the nine Aspiring Solicitors members 
to whom Aspiring Solicitors provided 
assistance:

 five were educated in state school 
comprehensive secondary schools;

 two were the first generation in their 
family to go to university;

 two were from low income families; and
 two were Black, Asian, Minority Ethnic 

(BAME).’
Samantha Hope, Graduate Recruitment 
Manager, Shoosmiths
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Reward and recognition
We invest in our staff by offering a fulfilling 
work environment and a range of benefits. 
As part of their package, employees may 
receive private medical insurance, life 
assurance of up to eight times salary, 
pension, dental cover, income protection 
cover, free eye tests, childcare vouchers, 
access to the cycle to work scheme, free 
or discounted legal services, an annual 
opportunity to flex holiday, financial support 
for further education and a range of 
corporate discount arrangements.

Every employee is given a day off for their 
birthday and £50 vouchers to help celebrate 
the event. Long service is recognised and 

rewarded at five-year intervals with a 
voucher gift. Thank you rewards are also 
given when introducing new employees and 
referring clients to the business (which can 
instead be made as charitable donations).

The firm also runs a peer to peer 
recognition scheme called Above and 
Beyond. Each employee is given £75 each 
financial year to use to recognise best 
practice in their colleagues in line with our 
values and brand aspirations. Employees 
are often in a better position than managers 
to see the extra lengths their colleagues will 
go to and are trusted and empowered to 
recognise this effort.

Diversity and inclusion
To thrive as a law firm, we need difference. 
Difference of thought and perspective, 
difference in perception and approach 
to challenges. Our diversity and inclusion 
mission aims to help attract and nurture 
a diverse group of staff and to create an 
environment and culture that is genuinely 
inclusive, where every member of staff feels 
valued for their contribution to the firm. In 
doing this we will ensure we have the best 
people, that they are happy and confident 
in developing great relationships and are 
capable of delivering fantastic results and a 
unique service to our clients.

We have an excellent track record and 
have achieved significant recognition for 
encouraging diversity in the legal profession. 
As founding members of the Law Society 
Diversity and Inclusion Charter, we are 
pleased to have achieved Gold standard 
status. We were the first UK law firm to 
publish its gender pay gap data in advance of 
the April 2018 legal deadline and have been 
working to advance equality both in the firm 
and the profession. 

We have continued to partner and work with 
organisations such as the Law Society and 
Aspiring Solicitors, and maintain affiliation 
to Disability Confident and Time to Change 
to advance work on equality, diversity and 
inclusion.

Key diversity data
More detailed data is provided in appendix 2.

% of Shoosmiths staff

Gender Male 32.4

Female 67.6

Disability Disabled 8.6

Ethnicity White/European 76.5

BAME 14.2

Unknown or not reported 9.3
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GENDER PAY GAP

In October 2017, we published our first 
gender pay gap report and were the first UK 
law firm to do so. The report is a requirement 
of the Equality Act (2010) Gender Pay Gap 
Information Regulations 2017. Reporting 
requires six calculations to be carried out 
that show the difference between the 
average earnings of men and women in an 
organisation. Our median pay gap at 12.98% 
is largely the result of men being employed in 
more senior positions. Gender diversity is a 
complex issue with a combination of factors 
contributing to a lack of gender diversity in 
senior positions, both in the legal profession 
and more widely. Multiple contributing 
factors require multiple solutions.

Our 2018/2019 diversity and inclusion 
priorities include addressing the gender 
imbalance in senior roles and to expand the 
data published beyond the legal requirement 
to include information on partners.

FLEXIBLE AND AGILE WORKING

We are committed to helping staff to 
position work in an appropriate place in their 
lives, enabling them to balance personal 
commitments and work demands. Our 
policies include:

 agile working;
 flexible holidays;
 flexible working; 
 home and mobile working;
 parental leave;
 volunteering to encourage one day a year 

helping in the community; and
 your time which provides the opportunity 

to ‘take back’ some time when life outside 
work has to take priority from time to 
time, to manage the needs of family 
and friends.

Learning and development
All new starters are required to complete 
an induction programme which includes 
an opportunity to meet the Chief Executive 
and Chairman and covers issues such as 
financial control, compliance, quality and 
risk, delivering valued legal services, CR, 
diversity, information systems, developing 
the business and product awareness training.

Our Learning and Development team help 
staff develop skills and knowledge as they 
advance in Shoosmiths. Shoosmiths also 
has a strong coaching culture developed 
over many years and which is recognised 
positively within professional services. It has 
developed its programme by including team 
coaching as a regular offering across each of 
the Divisions.

A variety of support tools are provided to 
allow employees to enhance their current 
expertise and learn new skills. Training 
programmes are delivered for staff at all 
levels and on topics that include health and 
safety, business skills to enable teams to 
work smarter, developing and living our 
values, management, financial awareness 
and client development. For partners, both 
new and existing, there are programmes to 
provide guidance on leadership, coaching 
and strategic vision. 

Our Learning Content Management 
System (LCMS) forms an important part of 
ongoing evidence of individual professional 
development. GDPR e-learning courses took 
centre stage this year with 98.4% of staff 

http://www.shoosmiths.co.uk/files/Gender_Pay_Gap_Infographic-A4-v2.pdf
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passing the mandatory course. Other courses 
include anti-corruption, data protection, 
employee misconduct, competition law 
compliance, modern slavery, personal 
safety and manual handling. The courses 
can also be branded and tailored for use 
by clients using case studies, exercises and 
a final assessment (where compliance with 
legislation needs to be evidenced).

Horizon is Shoosmiths’ library of interactive 
tools and e-learning content. The regularly 
updated material provides additional 
support for our learning programmes 
including quizzes and assessments to help 
understand individual motivations and 
aspirations, improving IT skills, articles, 
videos and advice direct from expert 
coaches and trainers on a wide range of 
subjects. Since its launch in October 2016, 
the trend has been for an increase in the 
number of views and topics explored.

During National Learning at Work Week, 15 
to 21 May 2017, Shoosmiths highlighted the 
2017 theme of ‘Let’s get curious and creative’ 
by inviting people to log into Discovery 
and explore many of the 18,000 resources 
available. The aim was for it to be fun and 
informative as well as empowering people to 
develop their own potential by being curious 
about new areas.

Shoosmiths decided upon using the 
Discovery tool to promote the Learning at 
Work Week as it also mirrored and supported 
SDG 4 ‘Quality education: Ensure inclusive 
and equitable quality education and promote 
life-long learning opportunities for all.’ The 
Discovery tool content includes technical 
and vocational skills which will ensure our 
employees are able to perform in their jobs 
confidently and ensure that everyone has 
an opportunity to improve their literacy and 
numeracy at whatever stage they are in life, 
again promoting lifelong learning.

Health and safety
Our commitment to safety excellence 
involves all key stakeholders to achieve 
our goals.

As we grow as a firm, we increase our safety 
by designing out risk at source and creating 
more flexible and versatile spaces. 

By embracing the close working of our teams 
and pulling together, we are communicating 
better to our internal stakeholders. 

Our health and safety policy statement is 
reviewed annually, or as required, and was 
last updated in December 2017. Our plan 
and objectives are produced and signed off 
for each calendar year. Local plans underpin 
national planning and information sharing 
and ensure our policy and procedures work 
effectively.

Our national Health, Safety and Environment 
Committee (HSE), chaired by the Health 
and Safety Manager, has representatives 
from Estates Management, HR, CR and 
in 2018/2019 will also include well-being 
representation.

Our Estates Managers are responsible 
for safety in their offices and have close 
working relationships with landlords 
and management companies in order to 
achieve an integrated safety system within 
each office.

Working with our third-party management 
company (FISco) to design its new contractor 
management system provides us with 
tailored reporting and analysis, and a quicker 
response time, so increasing safety and cost 

http://www.shoosmiths.co.uk/about-us/health-and-safety-policy-10653.aspx
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savings. Reviewing our working practices 
and embracing new technology helps further 
integrate our approach to safety across 
all our offices and allows us a more visible 
account of our risk management.

STAKEHOLDER ENGAGEMENT 

Shoosmiths’ Health and Safety focus week 
forms part of our calendar of events which 
we have organised for over 10 years and 
ran from 19–23 June 2017 to coincide with 
UK Health and Safety Week. It engages our 
internal stakeholders, gives them current 
information and reminds them of our office 
procedures.

Activities during the week included:
 the launch of a national slogan 

competition to promote positive health 
and safety with the winning slogan chosen 
‘Our Greatest Asset is YOU – Stay Safe;

 information provided to staff included 
guidance on international travel and 
current research into sedentary working;

 an e-learning safety capsule was created 
for the week containing safety video 
clips on, for example, driver safety, 
cardiopulmonary resuscitation and agile 
working;

 the launch of a first aid app on company 
mobile phones and tablets, and the 
launch of Mental Health First Aiders within 
Shoosmiths; and 

 local office events reinforced the week’s 
focus including classes in self-defence, 

first aid, fitness nutrition and well-
being and defibrillators, head, neck 
and shoulder massages, and sporting 
challenges.

During the year, we also updated our 
induction training resources to refresh our 
generic information for new starters and 
others.

Externally, we work with local safety groups, 
management companies where we are 
tenants in managed buildings, our insurance 
broker and FISco. Emergency and building 
information is shared to ensure integration 
across all parties.
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PERFORMANCE AND BENCHMARKING

This graph shows Shoosmiths’ National 
Accidents by Financial Year. 

We benchmark our statistics against industry, 
professional occupation and labour force 
survey statistics. 

There were no RIDDOR reportable accidents 
during 2017/2018. 

National total accidents by financial year 2013/2014 – 2017/2018
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2017/2018
Number of accidents

 Burns/scalds
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 Injured by a non-static object
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 Other types of accidents
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The following accident categories reported zero 
for 2017/2018: Back injuries; Fractures; Road use 
accidents (work related); WRULD (Work Related 
Upper Limb Disorders); Recorded accidents (<3 
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Well-being
We recognise the importance of well-being 
at work and the impact it can have on 
productivity. 

We also understand that well-being is 
subjective and determined by elements 
beyond the physical and emotional. Social, 
material and developmental elements 
are just as likely to impact on a person’s 
perception of well-being and it is important 
that we understood the needs of our 
colleagues if we are to create an inclusive 
culture that recognises the impact work can 
have on an individual’s well-being.

During a series of employee engagement 
activities in the previous year 2016/2017, our 
people had told us they would like mental 
health to form a key part of our inclusion 
strategy and, in January 2017, our Chief 
Executive and Chairman had signed the Time 
to Change pledge, a commitment to ending 
the stigma surrounding mental health.

During 2017/2018, well-being activities 
included:

 a network of mental health champions 
established in three offices with initiatives 
undertaken in Manchester, Northampton 
and Nottingham;

 introduction of a Mindfulness training 
programme to all staff;

 mental health training delivered to 
selected managers and staff in support of 
the Time to Change pledge;

 well-being area of the intranet developed 
including links to mental health support;

 all staff offered the opportunity to 
undertake a care and resilience survey 
which included the creation of a personal 
profile for those participating and 
signposting to relevant support. An 
anonymous cumulative profile for the firm 
was also created;

 support and promotion of the national 
Work Life Week, an annual campaign to 
get both employers and employees talking 
about well-being at work and work-life fit; 

 access to financial well-being resources to 
build knowledge and confidence and;

 the Employee Assistance Programme 
highlighted in a number of employee 
briefings.

Our well-being priorities during 2018/2019 
are to establish a mental health champion 
network across all offices and to address the 
issues identified via the care and resilience 
index. We have determined a number of 
actions. These include resilience training for 
staff and team coaching as well as support 
and guidance for line managers.

Time to Talk Day, Nottingham on 1 February 2018.




