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Intro

With over 800,000
unfilled vacancies
throughout the UK,
businesses are placing a
significant time and effort
into attracting the ideal
talent.

Often, this means going beyond standard legal job boards and searching for passive candidates with
specialist recruitment teams instead.

Developingastrong pipeline of potential employees is valuable. However, it’'simportant not to overlook
an existing pool of talent that you already have access to -your current employees.

The people already in your team are eager for new opportunities and growth. Unfortunately, in the hunt
for newtalent, it’s easy to forget about what your existing staff members need. The last thing you want is
to lose your key talent while you look tofill other gaps.

The costs of employee turnover can be anywhere up to 2.5 times your team member’s salary,depending
ontheirrole. Ontop of that, there’s also the costs of lost productivity, training,and decreased
engagement to thinkabout too.

Now that retaining key talent is more crucial than ever, what can your legal firm do to prevent your best
people from being headhunted or beginning to look for the exit?The following strategies will help.




Retention Begins with Effective
Recruitment

Retention starts from the moment you begin the recruitment process. To reduce employee turnover,
it’s essential to create the right working environment for your employees. Staff members thrive best in
environments where they feel capable of achieving their goals. It’s also crucial for your employees to
share your vision and values.

If team members feel as though they “fit” in your legal firm, they'll be less likely to seek out alternative
opportunities elsewhere.

Most businesses focus on hiring candidates with the skills they need to support a specific role. However,
it’s becomingincreasingly essential to concentrate on company culture too.

The ”culture” of your workplace depends on the attitude and behaviours that your team members bring
totheir position. It can also affect the way that people interact. 58% of employees say they would leave a
jobwithacultureinfluenced by negative office politics.

To make sureyou're hiring people with the right culture fit:

« Use behavioural interview questions to find out how people react to certain situations. During the
interview, assess how candidates may respond to some of the most stressful or challenging
moments at work.

« Show your values and expectations in the job description. Make sure that people know not just
what kind of skills you're looking for, but also the attitude you expect. Are you looking for someone
with exceptional attention to detail? Or someone who’s capable of adapting quickly to legal
change?

« Prioritise people with passion. People who are passionate about their role and industry are more
willing to adapt to virtually any situation. These are the people who are happy to learn new skills and
practices to match the needs of your workforce.

If your employees don't fit within your work environment, they’ll never be happy. People don't like to
feel like an outsider at work. A person who doesn't fit with your company culture will quickly take their
skills somewhere else.




Find Out Who You’re
Overlooking

For leaders to get the most out of their teams,
they needto ensure that theyre not
overlooking key talent. There are plenty of
people within your workforce that probably get
much attention naturally. These individuals
include your senior legal leaders like chief
marketing officers or heads of design. You may
also focus heavily on middle-management
positions that are crucial for drivingthe
motivation and performance of other workers.

Most legal leaders also hone in on people with
the potential to do great things in the future.
These up-and-comers may be the first people
you go to with new training opportunities.All of
these people are important, but other
individuals are just as crucial inyour retention
plan.

Forinstance:

« Essential experts: Your legal teamiis likely
full of experts with a specific focus ona
particular task, like product development,
or customer relationship management.
These people may have nointerestin
movinginto management positions.
However, they still play a partin growing
your business by giving you access to the
insights you need. Toretainthese
individuals, make sure that you're
combining good compensation withan
appealingwork environment. Essential
experts want to do work that aligns with
their skills,and they’ll need plenty of
training opportunities to continue gaining
and expanding their knowledge.

Customer experience creators: All businesses
rely on their customers. Sometimes, the most
valuable people in your teamare those who can
build and preserve relationships with your clients.
To hold onto these employees, combine great
compensation withastrong corporate
reputation. The people who keep customers
coming back to your business want to know that
they’re part of ateam they can feel right about.
Make sure that your employees know the values
of your company, the USP your products are built
on,and why the work they’re doing matters.

Crucial contractors: Sometimes, the people that
you need to appeal to aren’t just your employees -
they’re also the outside workers who deliver
additional value to your team. Contractorsare
becomingincreasingly commonin the legal
industry. Up to 30% of EU and American workers
are contractors,and the numbersare growing. As
usual,compensation matters with crucial
contractors, butit’s essential to get your business
reputation right too. Contractors want to work
with organisations that can make them stand out
with valuable references on their CV.Make sure
your business is one that the best people would
want to be associated with.




Provide Unlimited Opportunities for
Growth

Accordingto research from the CTA, skills trainingand professional development
programs (for honing soft skills) are the top benefits candidates seek. This study
isn't exclusive to the technology sector either. People from all backgrounds want
to know that they have roomto grow in their careers.

When it comes to keeping your best talent close, think about how flexible and
creative your organisation is when it comes to creating development
opportunities. Learning can’t just be an afterthought. Development needs to bea
core component of your culture. That means beginning each relationship with a
new employee with onboarding sessions where you can discuss their plans for the
future. Ask people what they want to achieve in the next five years,and how you
can help them reach their targets.

Once you know what kind of education your people are looking for, give your
teamsaccess to multiple development opportunities. Remember, there’s more to
developmentand training than just online courses, including:

« Hackathonsand competitions: Build camaraderie in your team and offer
opportunities to develop new skills at the same time with gamification.

» Accesstoshort-termassignments: Let people reach out beyond their
standard skill set to explore their abilities in new challenges and tasks.

« Mentorand coaching programs: This may include finding mentors within
your existing team or supporting people in finding external sources of
support.




« Supporting lateral moves: Give people a chance to shadow other employees
in lateral roles throughout the company. This may guide individuals towards
skills they didn't know they had.

« Educational sabbaticals: If your teams need to learn complex new skills, give
them time out of the office to do so. Just make sure there’s someone
available to pick up the slack while theyre away.

Focusing on education for your business delivers more than just higher retention
rates. The more you invest in employee development, the more your business
grows. [t means you get access to additional skillsand knowledge in atime when
there’s heavy competition for both. You may even find your next senior executive
or leader hidden within your existing team.

Demonstrate Company Values and Ethics

Today’s most desirable employees want alot more than just an excellent salary from employers. People
areincreasingly conscious of making sure that they’re working foracompany they can believe in. Your
top talent wants to know that they’re making a difference in the legal sector. This is particularly true
amongyounger generations like millennials.

Inrecent years, we've seen asignificant shift in the workforce. Employers are embracing more open-
plan offices toimprove collaboration. Teams are working in remote environments to access greater
work/life balance. Underlying these changes is the demand for employers that care about the values and
opinions of their workforce.

Employees are now more empowered than ever,and they’re not willingto settle foremploymentina
company that doesn’t share their expectations around ethics and values.

Googleisan excellent example of a business that adapted to meet the ethical needs of its employees.
When the company bought DeepMind Technologies for $650 million, they had big plans for the Al
startup. However, to keep their 50 Al engineers and scientists in place, Google had to promise that

DeepMind tech would never be used for intelligence or military purposes.

Today’s most attractive employers know that they need to listen to the opinions and ideas of their
employees. If you show your team members that you respect their values, then they’ll feel safer
remaininga part of your team.

Although this sometimes means making changes to your development roadmap, it pays off in the long
run. Both talentand customers are attracted to ethical companies today.




Give Your People A
Purpose

Finding meaning in workisn’t just about
choosingan employer that shares similar ethics.
Your employees also want to know that they’re
contributing to something bigger than
themselves. If your legal firm can give
employees meaningful work, the result will be
better engagement.

When employees are engaged, they feel
invested inyour business,and they’re more
likely to work harder towards their goals. On the
other hand, neglecting employee satisfaction
can be dangerous for your team. A study
conducted in 2017 found that disengaged
employees have a $550 billion impact onthe
economy.

The easiest way to make sure that your teams
feel that theyre doing meaningful work is to
listen to them. Find out what matters to your
employees,and what kind of work they value
the most. If possible, make sure that you let
them know what kind of impact their work is
having onyour business too. For instance, your
customer relationship manager keeps clients
happy, which helps your company to grow and
attract new clients.

Additionally, when it comes to developing your
underlying purpose as a brand, make sure that
you have a mission your teams can get behind.
Ask your talent to give their input on the kind of
work you need to be doing,and you can rest
assured that they’ll feel more committed to
your goals.

Forinstance, 3,000 Google employees signed a
petition when the company started working on
Altechnology that might have resulted in
military assassinations. Google held atown hall
sessionto listen to the concerns of employees
and drafted an ethical principle guide to help
them handle military work.

Eventually, Google decided to remove itself

fromthe controversial contract altogether.




Promote Your Employer Brand/ Reputation

The more you listen to your staff’s demand for meaning and ethics, the better your retention strategies
will be. What’s more, you'll also find that your reputation begins to improve as well, particularly if you
share information about your initiatives online. Remember that 9 out of 10 candidates today say that
they would be willing to apply forarole with acompany that has an active employer brand.

In a world run by social media and personal branding, individuals are growing more selective of the
businesses they choose to align themselves with. They know that their employment choices can have an
impact on their opportunities in the future. This means that they’re only willing to invest in businesses
with the best reputation.

Examine the competitors in the legal industry and assess how your reputation aligns with theirs. How
much work have you done to make your company stand out? Do the opinions that people share about
your organisation match the way that you would describe your brand?

All companies, large and small are beginning to see the need for a strong digital footprint. Some of the
ways that you can build out your employer brand include:

» Working with alegal recruitment specialist: These expert teams can help to get the word out about
your business. They can also give you guidance on which details you need to include in your job
descriptions.

» Developing a social media presence: 57% of job seekers now use social media as part of the job
search. Make sure that youre regularly sharing stories about your organisation and your
employees on your social channels. Invite your employees to share in your social activities with
their own posts, by setting up an employee advocacy program too.

« Becomingathought leader: Share information about your industry that makes you stand out. Blog
posts and other content are excellent for capturing the attention of candidates and showing how
knowledgeable you are. You can even share videos and podcasts too.

Remember, if you notice any negative reviews or testimonials that may harm your employer brand,
don't just ignore them or try to sweep them under the rug. Respond ethically to each complaint and
treat the issue as a chance to learn and build on your reputation. For instance, if someone complains
that your recruitment process is too long, apologise. Let them know you'll be working to speed up the
experiencein the future,and keep candidates informed while they wait.




Provide the Right Benefits

Companies often think most about remuneration and benefits when they're attracting talent. However,
keeping up to date with the latest legal guidelines is also an excellent way to keep team members happy. If
your talent finds out that they can get a better income elsewhere, they may be more likely tojumpintoa
new job.

Aside from basic remuneration packages, make sure that you're giving employees the benefits that they
want too. Remember, these benefits can go beyond things like paid sick leave. You can also deliver paid
educational breaks or provide certain staff members with the option to work outside of the office on
specific days.

The Hanrahan company for social change implemented an eighteen-week paid parental leave strategy
for their employees. The business also launched a Change.org petition to encourage other companies to
make the same move.

During onboarding interviews with your new employees, consider asking them what kind of benefits
they would appreciate most.

For instance, you might use onboarding strategies to help your team members get the most out of the
first 30,60 or 9o days they spend with your team. Alternatively, you can offer regular one-on-one
interviews with team members where you can discuss personal development plans and new
opportunities.

Make Team Members Feel Valued

Benefits and compensation are crucial, but it’s also essential to make your teams feel valued in other
ways too. Make sure that you don't just let your people know how much you appreciate them when
you're offering thema raise or promotion.

Allemployees thrive off recognition and encouragement. When your team members do something
that’s valuable for your business, let them know how happy you are about it. A pat on the back or
congratulationsis often enough to make your team members feelincredible.

It's not necessary to shower your employees with praise for every little thing they do but make sure
you're not overlooking the bigaccomplishments. The aimis to create a positive and encouraging work
environment where your people know that their hard work will be recognised.




Some of the ways you can recognise your team without a pay boost include:

Paid lunches with team members where they have a chance to network and bond.

« Developmentand learning opportunities that benefit both your employee and your bottom line.
« Ticketstoindustry events where your staff member can expand their knowledge.

« Company-wide shout-outs sent over social media ora corporate intranet.

« Accesstoremote working days if it’s possible for your employee to finish their tasks at home.

» Opportunities to pick the next project or task they’d like to work on.

Foster Transparent and Open
Communication

One of the easiest ways to boost retention in your organisation is to find out what’s causing people to
leave in thefirst place. The only way to do that is to create a culture of transparency and communication,
where your people feel comfortable talking to you about your concerns.

Regular meetings in which team members can offer ideas forimprovement and ask questionsare
valuable here. It’salsoagoodideato have open-door policies in place where people can come and speak
frankly with their managers if they have an issue.

Businesses are constantly changing, and the needs of your employees change with them. Opening the
door for consistent and open communication ensures that you're listeningand responding to the
expectations of your employees.

The more feedback you gather, the easier it will be to make meaningful changes to your company
operations and retention strategies. Some of the best places to gather inputinclude:

« Stayinterviews: Speak to the people who decided to leave your team and ask them what sent them
toanother company. Thisisagreat way to learn what you need to change to keep your remaining
staff.

« Stayinterviews: Conduct regular interviews with your team members to find out why they continue
to stay with your business,and what might cause them to leave. This data will help you to create a
culture that’s more appealing to your existing employees.

« Candidate interviews: If someone says no to your employment offer, arrange atime to talk to them.
Find out what caused them to take a different route. Was something wrong with your [sector]
reputation, or was the culture a bad fit?




Remember that it’s not enough to simply listen to your people; you also need to show them that you're
taking their words to heart. Once you've received plenty of feedback, turn it into actionable insights that
you can use to transform your company. Forinstance, if you find out that your people don't feel as
though they get enough support from managers,implement anew management training course to

addresstheissue.

Be Prepared for Turnover

Ideally, the strategies above will help you to avoid as much turnover as possible in your organisation.
However, it’'simportant to remember that in any business, employees may leave. Your talent might find a
better opportunity elsewhere, or they may leave your workplace for personal reasons.

It’s difficult to lose a star from your team, but you can prepare. With help from a specialist legal
recruitment agency, you can ensure that you have atalent pipelinein place tofill the gaps in your

business.




CLAYTONLEGAL

We understand that while talent is your greatest asset - it
canalso be your scarcest resource - which is why you
need arecruitment partner with the market expertise,
insight and network to deliver the right people at the
right time.

Clayton Legal has been partnering with law firms across
the country since 1999 and during that time has built up
an enviable reputation for trust and reliability.We
provide an experienced and credible voice in the market
by beingable to demonstrate a detailed knowledge of
the legal sector’s talent agenda. Talent is allabout people
and just like you, our consultants are true experts in their
field with areal drive for excellence which informs

everythingthey do.

From Partners and Associates through to Solicitors,
junior fee earning positions and support staff, Clayton
Legal is the only name you’ll ever need -and what’s more

-weare nice people to do business with!

LET’S KEEP IN TOUCH

Keep up to date with the very latest industry news and

insight, by connecting with us on our social channels:

060



https://www.facebook.com/ClaytonLegalRecruitment/
https://www.linkedin.com/company/clayton-legal/
https://twitter.com/Clayton_Legal?ref_src=twsrc%5Egoogle%7Ctwcamp%5Eserp%7Ctwgr%5Eauthor
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Trinity House

88-96 Market Street West
Preston

PR12EU

T:01772 259 121
E: enquiries@clayton-legal.co.uk
W: clayton-legal.co.uk




