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OUR WORKPLACE
We are all unique and each has a particular contribution to make in delivering the 
Shoosmiths strategy, which is why our employee engagement strategy places the 
employee at the centre of management. 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 and freedom and 
authority to make a difference in their role 
for the benefit of colleagues and clients.

‘The firm really values its employees which 
is one of the best things – it makes you 
feel more motivated to work to your best 
potential.’
Shoosmiths colleague (quoted on the 
JobCrowd website)

At the end of April 2017, we employed 1,599 
people (1,491.8 full-time equivalents/fte), of 
which there were 185 partners and partner 
equivalents in 12 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;

 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 wellbeing 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. 

Talent attraction and development
The attraction and recruitment of talent has 
a profound impact on the future success of 
Shoosmiths. We need to be an employer of 
choice to attract, train and retain the best 
talent available.

Routes to qualification in the legal profession 
are ever-evolving and we have been working 

to transform our early careers model 
accordingly.

One alternative path is apprenticeships. 
These foster long-term development of our 
people, whilst solving problems experienced 
in competitive talent market conditions 
and responding to government reform and 
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regulatory change. With the introduction 
of the Apprenticeship Levy in May 2017, 
we may see an increase in the number of 
apprenticeship programmes offered by 
employers. At Shoosmiths, our numbers 
have so far remained static, but we remain 
committed to exploring new opportunities as 
they arise. 

Our wider early careers programme offers 
not just apprenticeships but also placements 
and training programmes across the full 
breadth of our business support and legal 
teams. 

One of the challenges we face is the relatively 
small uptake for apprenticeship programmes 
across our target audience. Despite rising 
costs, university is still considered by many to 
be the best route to the profession and that 
the apprenticeship route is less appealing. 
During 2017/2018, we will continue to focus 
on breaking down misconceptions about 
the profession and highlighting the benefits 
of the apprenticeship route. 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. 

As part of our Young People in Law 
programme (YPiL), 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 42 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 67 places 
provided in 2016/2017. 

We recognise that accessing a career in law 
can be a challenge for many individuals, 
so we are committed to making positive 
changes to help candidates shine at each 
stage of their career.

PARTNERING WITH ASPIRING 
SOLICITORS

In October 2016, we partnered with 
Aspiring Solicitors, an organisation 
committed to ensuring that the most 
talented candidates with the greatest 
potential as lawyers maximise their 
chances of success. 

‘Having worked with Shoosmiths at a 
number of student employability events 
in the past, we are sure this partnership 
will prove beneficial in opening up the 
accessibility of legal careers to aspiring 
lawyers. The diversity and inclusion 
values at Shoosmiths mirror our own and 
we look forward to what this partnership 
will accomplish.’
Chris White, Founder, Aspiring 
Solicitors

TALENT DEVELOPMENT

During 2016/2017, we promoted 108 
colleagues. Appendix 2 details promotions 
by grade.
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OUR TRAINEE PROGRAMME 

Attracting the very best people to Shoosmiths 
is a vital component of our business strategy. 
In July 2016, 96 candidates, selected from 
more than 2,000 applications attended an 
assessment day which is centred on our 
values and providing the candidate with a 
fantastic experience.

For more than 13 years our graduate 
assessment centres have conducted CV blind 
interviewing which removes the potential for 
bias on the grounds of gender, ethnicity or 
social background. In 2016, we also dropped 
the academic entry requirements for a 
training contract.

‘When candidates meet us they always 
say ‘I read on your website that you are 
approachable, friendly and collaborative, 
but it’s so valuable to see that it is true!’
Samantha Hope, Graduate Recruitment 
Manager, Shoosmiths

At school careers fairs or employer 
presentations, current trainees talk about the 
opportunities they have to contribute to the 
local community throughout their training 
contract and are proud to support our CR 
aspirations.

The 1st year trainees also completed the 
annual CR challenge, which for the second 
consecutive year focused on wellbeing. (See 
the wellbeing section on page 34 for details). 

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 
child care vouchers, Cycle to Work subsidies, 
dental cover, eye care, free or discounted 
legal services for individuals and thank you 
payments for referrals (which can instead 
be made as charitable donations), pensions 
and life assurance, private medical health 
insurance and staff discounts.

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.
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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. 
We were the first legal practice to gain a Gold 
Standard Equality Assured recruitment (EQA) 
accreditation and we have regularly featured 
at the top of the Black Solicitors Network 
(BSN) Diversity League Table. In 2015, our 
graduate recruitment team had accepted the 
Commendation for Diversity by LawCareers.
net. We aim to build on that success.

We were the first top 100 law firm to achieve 
the Investors in People Gold Standard in 
2011 and the first to be reaccredited in 2015. 

In May 2016 we appointed a dedicated 
Diversity, Inclusion and Wellbeing Manager 
in order that we could review and further 
advance our performance. The Operations 
Board approved the Diversity, Inclusion and 
Wellbeing strategy in September 2016. The 
supporting action plan included a survey of 
all staff to inform future initiatives. 

Shoosmiths has continued to partner with 
organisations to advance work on equality, 
diversity and inclusion for both the firm and 
the profession. As a founding signatory of the 
Law Society’s Diversity and Inclusion Charter, 
we actively support initiatives to attract 
minority groups to the legal profession, such 
as via the Black Lawyers Directory (BLD). We 
have been involved in the Legal Launch Pad 
programme (LLP), managed by the BLD since 
its launch in 2008 and this is included within 
our trainee recruitment programme. We also 
partner with groups such as Birmingham 
Black Lawyers, Aspiring Solicitors, Women 
in Law and Black, Asian and Minority Ethnic 
(BAME) majority schools. As part of our 
Young People in Law programme (YPiL), we 
support schools across the UK by providing 
career guidance, mock interviews and skills 
sessions. Opportunities to participate in YPiL 
are available for all employees.

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

% of 
Shoosmiths 
staff

Gender Male 32.9

Female 67.1

Disability Disabled 3.0

Ethnicity White/
European

85.7

BAME 11.49

Unknown or 
not reported

2.81
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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 

volunteering 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.

During National Learning at Work Week, 16 
to 22 May 2016, Shoosmiths highlighted the 
2016 theme of ‘connecting’ by organising the 
Shoosmiths Collaborative Challenge. The aim 
was for it to be fun, competitive and creative 
whilst collaborating with others.

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.

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. All employees receive 
regular refresher training on such subjects as 
anti-money laundering, data protection, anti-
bribery and corruption, with both e-learning 
and face-to-face training provided. 

Our Learning Content Management 
System (LCMS) forms an important part of 
ongoing evidence of individual professional 
development. E-Learning 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).

In October 2016, we launched a new 
personal learning and development 
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. 
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Health and safety
Our overall health and safety objective is 
to attain the highest standards of safety 
performance and we seek the co-operation 
of all concerned in enabling us to achieve this 
commitment.

As Shoosmiths continues to grow, ensuring 
that safety considerations remain integral to 
our operations is key.

We believe strong leadership empowers 
commitment across all areas of the business 
which will lead to further reductions in 
accidents.

Our health and safety policy statement is 
reviewed annually or as required and was 
last updated in December 2016. 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 firm-wide Health, Safety and 
Environment Committee (HSE), chaired 
by the Health and Safety Manager, has 
representatives from Estates Management, 
HR and Corporate Responsibility. 

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.

Our third party management company (FISco) 
works closely with our Estates Management 
team and reviews risk assessments and 
methods of work prior to contractors being 
permitted on site. A permit to work system is 
in place for high-risk works. 

We have appointed an external adviser to 
maintain our Health, Safety and Environment 
Legislative Register, which is office specific.

STAKEHOLDER ENGAGEMENT 

During the June 2016, UK Health and Safety 
Week, Shoosmiths activities across the offices 
included talks, classes and competitions. 
Talks covered stress management, counter 
terrorism, personal safety awareness; 
we ran classes on health and wellbeing 
checks, massages, self-defence classes, 
physiotherapy drop-in sessions, laughter 
therapy, reflexology, meditation and yoga, 
back and body clinic and competitions such 
as health and safety quizzes, table tennis and 
a walk the walk pedometer challenge.

During the year, we also produced articles to 
raise staff awareness on such topics as health 
and safety, wellbeing, agile working – what 
it means for Shoosmiths and the language 
of change – mindfulness, emergency 
preparedness, display screen equipment and 
the future of wellbeing. 

Annual health and safety reports and 
office and firm-wide accident data are also 
published on the intranet.

Our employees are one of our main health 
and safety stakeholders but, externally, we 
have close working relationships 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.

HEALTH & SAFETY WEEK
2016

Shoosmiths’ Health & Safety Week, Lakes table tennis

http://www.shoosmiths.co.uk/about-us/health-and-safety-policy-10653.aspx
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PERFORMANCE AND BENCHMARKING

The graph below shows accidents by type 
from April 2013 to March 2017.

We benchmark our statistics using Labour 
Force Survey and RIDDOR reporting 
information. 

There were no RIDDOR accidents within the 
firm during 2016/2017; a demonstration 
of the continuous hard work towards the 
common goal of accident reduction.

Firm-wide National Accidents by Financial Year 2013/2014-2017/2018
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Wellbeing
We recognise the importance of wellbeing 
at work and the impact it can have on 
productivity. 

We also understand that wellbeing is 
subjective, meaning different things to 
individuals and that it is determined by 
factors beyond physical and social conditions. 
In November 2016, we conducted a staff 
survey to help us gain a better understanding 
of the impact working at Shoosmiths has on 

staff satisfaction and wellbeing. In January 
2017, the Operations Board agreed that to 
better understand the survey responses 
focus groups should be established. These 
took place at each office discussing the 
outcomes of the survey and determining 
priorities for the next 12 months.

Our trainees are introduced to the 
importance of health and wellbeing during 
their induction. Activities included a hot yoga 

* Work-related 
Upper Limb Disorder
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session and nutritionist talk to emphasise 
how to start a career the right way – how to 
beat stress and how to be a well-rounded 
person embarking on business. We set a 

wellbeing challenge for our trainees to further 
reinforce these messages, (see case study 
below). 

1ST YEAR TRAINEES DELIVER WELLBEING CHALLENGE WITH FLYING COLOURS

Every year, we issue a CR challenge to 
our 1st year trainees and for the second 
consecutive year we focused on the theme 
of wellbeing. 

During the course of the challenge the 
trainees pitched ideas that they believed 
would enhance the Shoosmiths wellbeing 
programme and between November 2016 
and March 2017 they delivered a number of 
activities, measuring impact and identifying 
opportunities for firm-wide take up.

In Manchester, for example, 59 colleagues 
signed up to a 12-week wellbeing challenge 
which included a wellbeing walking lunch, 
mindfulness session and mindfulness 
themed tour around Manchester Art 
Gallery. In Nottingham, a Wellbeing Week 
in March 2017 provided focus. Other offices 
organised competitions to grow the tallest 
sunflower and largest sunflower head, 
promoted fidget toys and stress balls, 
Sudoku challenges, walks and sporting 
challenges. 

‘The challenge was always much bigger 
than just getting healthy and being part 
of a competition, it was also about our 
trainees developing skills for the long 
term. During the challenge, they met new 
colleagues, made friends and developed 
their skills. They gave us some fantastic 
ideas, and the initiatives they created 
really have raised awareness of the 
importance of health and wellbeing in 
the workplace.’
Charlene Birch, Graduate Recruitment 
Manager, Shoosmiths

‘The mindfulness session was extremely 
interesting and has made me appreciate 
the importance of mindfulness.’ 

‘Thank you again for organising the 
Gallery visit.’

2017 Wellbeing Challenge, Birmingham canoe  
challenge
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MENTAL WELLBEING

One in four people in the UK will experience 
a mental health problem in any given year1, 
and nine out of ten people say they have 
faced negative treatment as a result. 2, 3 

In May 2016, Michael Chaskalson, one of the 
UK’s foremost mindfulness practitioners, 
provided some of our leaders with an 
introduction to mindfulness. Mindfulness 
helps the individual practice self-awareness 
and can increase levels of attention and 
concentration helping to create a mental 
state that promotes better outcomes for the 
individual and everyone you interact with. 
Mindfulness is becoming a widely accepted 
and effective business tool.

Learning and Development created a 
dedicated mindfulness page on the intranet 
with links to useful websites for further 
information. 

One finding of our staff wellbeing survey 
was the importance of mental wellbeing. 
While health factors such as weight, nutrition 
and exercise are important it was clear 
that mental health initiatives would also be 
welcomed by staff. 

In January 2017, we signed the Time to 
Change Employer Pledge the UK’s biggest 
programme to challenge mental health 
stigma. The initiative was founded by mental 
health charities, Mind and Rethink Mental 
Illness, working to change the way we think 
and act about mental health. The pledge 
was signed by our Chairman Peter Duff and 
Chief Executive Claire Rowe and was widely 
communicated internally. Guidance on 
managing disclosure of mental health issues 
was disseminated to all offices via our HR 
managers.

1 Adult Psychiatric Morbidity Survey 2007
2 Time to Change 2017 data on people’s experiences of discrimination
3 Experiences of discrimination among people using mental health services in England 2008-2011 published in the 

British Journal of Psychiatry April 2013, number of authors but main author E. Corker

Shoosmiths Pledges Support for Time 
to Change
‘A big step in tackling mental health 
discrimination is acknowledging that 
it exists; and committing to ending it 
wherever possible. At Shoosmiths, we 
are truly committed to ending the stigma 
attached to mental health and to making 
our workplaces mentally healthy. Signing 
the Time to Change Pledge is a first step 
in improving the mental wellbeing of 
our staff. In signing the Pledge, we are 
demonstrating our commitment to creating 
an environment where people can talk 
about any mental health issues affecting 
them and be confident that they will get 
the support they need. It is our hope that 
as a result of us signing up and living the 
commitments we are making, that other 
businesses will follow suit.’

Peter Duff, Chairman, Shoosmiths



37 

In signing the Pledge we are delivering an 
action plan to address mental health. We will:

 ensure everyone feels valued; 
 provide an environment that allows staff 

to deliver their full capability;
 develop a wellbeing strategy that focuses 

on the needs of the individual;
 raise awareness and understanding of 

mental health issues; and
 provide support for managers as well as 

giving all staff access to information and 
support tools.

Future initiatives include:
 development of a network of mental 

health champions; 
 mental health training; and 
 a mindfulness course provided to all staff.

Our wellbeing priorities during 2017/2018 
are to develop a wellbeing policy and raise 
awareness of mental health and appropriate 
support.
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