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Intro

The last couple of years
has had a
transformational impact
in recruitment.

Issues with company lockdowns and reduced budgets led to a massive exodus for some law firms and
many legal professionals started rethinking their career plans,and priorities evolved.

A state of global uncertainty prompted a significant shift in the attitude towards the workplace,and new
trends began to emerge among employees from every industry.

Today’s legal associates are more discerningabout where and who they work with, with culture and
management being at the top of the list as reasons to exit. The most talented people in your teamare no
longer willing to settle for anything less than the best.

Even though the stormsin the recruitment market are beginningto settle, the influence of the Great
Resignation remains strong. We're seeing ongoing demand for companies to rethink their hiringand

recruitment strategy for a new age of work.

Inthis guide, we'll be looking at the steps law firms will need to take to ensure they can continue to attract
and hire legal leadersinadisruptive and unpredictable landscape.

Let’sdivein.
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Start Identifying Your Ideal Senior Hires

The first step in successful recruitment is understanding exactly what you need. Countless law firms
make the mistake of talking to recruiters without a clear person specification.

It’s crucial to be as detailed and specific as possible when identifying your future leaders. These future
stars have the power to transform and augment your law firm in a range of different ways. Not only will
they make a significant difference to the success of the firm, but they’ll also be responsible for leading,
motivating,and guiding the rest of your team.

The Characteristics of Great Legal Leaders

Failing to recruit the right leader from day one could mean you risk having to replace not just your
senior staff member but all the employees they drive away to. Choose the right leaders for your legal
team, and you could benefit from higher levels of motivation, reduced turnover, and better business
outcomes.

While the exact characteristics you need to look for in your leader will depend on the role you're trying
to fill, the following characteristics are crucial for all effective managers, supervisors, and motivational
staff members:

Vision and Adaptability

The first thing any business leader needs to thrive is a clear vision for your team and your law firm. They
should understand exactly what goals your organisation is trying to achieve and what kind of path they
need to follow to see results. However, in today’s transformative landscape, it’s also important for

leaders to be able to pivot and adapt their strategies quickly to achieve a goal.

A great leader will always keep your company’s values and mission in mind while remaining open to new
ideas and adaptable in times of transformation.

A good way to test for vision and adaptability is to ask your leader how they believe they'll be able to help
your law firm achieve specific goals.



https://hbr.org/1998/05/the-alternative-workplace-changing-where-and-how-people-work

Clear Communicators

Communication skills are admittedly crucial to every positionin a business. However, they can be
particularlyimportant for leaders. At all levels, leaders must communicate messages clearly,ina
language their audience can understand.

Your senior people may need to be able to connect with shareholders regularly and get their buy-in for
specific business strategies.

They'llalso need to regularly communicate with employees and keep team members engaged and
informed wherever they are. Increasingly, maintaining strong communication is beginning to evolve
through various tools, from video conferencing apps to collaboration software.

Impactful Influencers

Communicating with the right people inateam effectively is one thing, but leaders also need to be able
to convince the people they connect with to do specific things. A good leader will be inspiring,
persuasive,and data-driven.

They’llknow how to gather the right information before a presentation to shareholders to make their
argument as compellingas possible. A good leader will also know how to assess the most important
motivating factors driving your teamand use them to encourage action.

Influential leaders can rally an entire team behind a cause and keep your employees focused, even
during confusion and disruption. A good way to test the influence of your potential team leaders is to
ask them to describe atime when they inspired, motivated, or persuaded a team to do something which
led to positive outcomes.

Decision-Making Based on Data

Most of us make daily decisions, from which tasks to do when we sit down at our desk to whento take a
lunch break in aflexible office. However, leaders make choices more often than most,and their
decisions greatly impact the wider law firm.

Whenyou are looking for leaders for your team, it’simportant to look for people who feel comfortable
making decisions quickly and accurately with access to the right information.

Look for people with an analytical approach to making complex choices. The best leaders should be able
toresearchand build a case for their decision based on the information they find. Asking applicants to
discuss difficult decisions they made in their past roles and how they arrived at their choices can be
useful here.




Problem Solving Skills

No matter how streamlined and efficient your law firm is most of the time, there will always be problems
to overcome.

Some simple issues, like re-arranging ateam’s schedule when someone calls in sick. Others are far more
complex, like deciding how to organise your team when a Global pandemic causes you to shut down the
office.

Great leaders should be able to face problems head-on and look for creative solutions to overcome
them. While leaders might not have answers to every issue on their own, they’ll feel confident seeking
guidance, doing their research,and presenting optional routes to consider.

Make Your Business More Attractive to
Senior Candidates

Once you've decided on the key characteristics of your leaders, the next step is making your business
more attractive to the senior figures you want to reach.

Recent studies show that the priorities and expectations of leaders are changing due to the pandemic.
In fact,accordingto the LinkedIn Work trends report, employees are completely rethinking their needs

and relationships with employers.

Toappeal tothe most attractive leaders in your sector, you'll need to build an employer brand that
emphasises the crucial things your candidates want.



https://business.linkedin.com/talent-solutions/global-talent-trends

Building an Employer Brand

Most experts agree that great remuneration and benefits packages aren't enough to impress
candidatesalone. Law firms need to fine-tune, or completely overhaul their company culture, to meet
the risingdemand for empathy,inclusion,and equity.

Working on your employer brand means building an image (both online and offline) that makes you
more attractive to active and passive candidates.

72% of recruitment leaders agree that an effective employer brand directly impacts hiring success.
Look at companies like Apple and Netflix; they all have attractive brands that appeal to customers and
make candidates want to join their teams too.

Forasuccessful employer brand, you'll need:

« Anonline presence: When we talk to candidates about a role with your law firm, more candidates
than ever will check you out online before the conversation moves on. Your law firm should have a
strong, attractive website where you can share information about your values, highlight employee
growth opportunities,and advertise new roles. It’s also good to be active on social media, where
you caninteract with candidates through channels like LinkedIn.

 Brandguidelines: Candidates should have a consistent experience of your brand wherever they
interact with it. A set of brand guidelines will show your recruiters,and hiring managers, exactly
which values they should highlight when interacting with recruits. Use your brand guidelines to
showcase your law firm’s mission and provide an insight into how your business makes the world a
better place.

« Astrongvoice: Your voice comprises all the reviews left by your employees (past and present), the
content your leaders share on social media, the job descriptions you post,and the speeches you
give atindustry events. It should help your candidates to understand what your business stands for.
Ensure your voice s clear,and your language speaks to your target candidates.



https://www.ccl.org/articles/leading-effectively-articles/empathy-in-the-workplace-a-tool-for-effective-leadership/
https://linkhumans.com/employer-branding-important/

Know What Senior Legal Professionals Are
Looking For

You need to offeralot more than the right salary to stand out in today’s skills-short market. Employee
priorities are changing and appealing to the right candidates means knowing what they want.

Some of the most significant factors to accept job offersinclude:

« Flexibility: One-size-fits-all job opportunities are becoming less attractive in today’s digital world.
Employees want flexibility in how, when,and where they work. Where possible, offering your
leaders the freedom to work remotely at times or even reduce their hours to a four-day work week
can make your jobs instantly more attractive. Flex work can significantly reduce employee stress
and make your team members 2.6 times happier in their role,according to LinkedIn.

« Well-being: Afocus on better well-being in the workplace is growing significantly. Employees want
companies who treat them like human beings, which means understanding their limitations and
health requirements. Even leaders need care, compassion,and trust. Show your willingness to
embrace better well-being by posting stories about your mental health policy on your website or
askingteam members to write stories about how they feel cared for at work. Well-being strategies
can make employees up to 3.2 times happier in the workplace and 3.7 times more likely to
recommend working forabrand.

» Growth: Adesirefor growth and purpose has always been strongamong leaders. More than ever,
your team members want to see a secure future with your brand. With this in mind, it’s worth
showing your team members how muchyou're willing to invest in them. Providing access to
training opportunities for leadership professionals and even sending them to events for
networking experiences can be a great way to show your commitment to growth.

If you're not sure exactly which factors matter most to your leaders, consider asking existing
supervisors and managers what they would appreciate most in their jobs.




Upgrade Your Recruitment Strategy

The evolution of the workplace and hiring world in the last couple of years has meant many old-
fashioned recruitment plans are quickly growing outdated. Postingajob ad onasingle forumand
hoping for the best is a thing of the past.

Today’s Legal organisations need to invest in afocused, intelligent, digitally charged recruitment
strategy to generate the best results. A key driver today is to look for adiverse team.

Prioritise Diversity

Standing out ina competitive hiring landscape means ensuring you have a strong plan for diversity,
equity,andinclusion. This strategy should begin with the hiring process. Working with a specialist legal
recruiter willallow you to attract candidates from a wider range of environments.

A specialist legal recruitment company can help you utilise niche job boards, posting your jobs on social
media,and even connect with new graduates from the educational landscape. It’s also important to
ensure you do not let bias get in the way of who you pick to move to the next stage in the interview
process. Your recruiter can help by sorting through your applicants on your behalf.

Create a Long-Term Legal Talent Pipeline

Reactive recruitment strategies are rarely the best choice in today’s fast-paced market. Law firms need
to constantly access a stream of people with leadership skills to fill the gaps in their team quickly.

Thinkabout the leaders in your firm you would be lost without and start building a talent pipeline with
Clayton Legal to keep more people with the same talents waiting in the wings. It’s also worth expanding
your pipeline to include people with skills you don’t need now but might want to embrace in the future.

Though we areinaskill-short market, recruitment partners like ourselves already have a broad network
of candidates connections we are cultivating daily. Because of this, we can help you fill talent gaps faster
and guide every step.



http://www.clayton-legal.co.uk/
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Enhance the Interview Process

Onceyou've successfully upgraded your recruitment and hiring strategy, the next stage is getting the
interview right. Interviews are one of the most important stages in the recruitment journey, as they can
make or break whether your candidate decides to join your team. Skilled professionals are 39% less
likely to take arole if the interview experience is poor.

Start by speaking to your leadership team about the questions you should ask and the processes you
should use during the interview.

Competency-based interviews are often an excellent way to ensure your leaders have the skills you've
identified as crucial to your role. These involve asking questions like:

 Tellusaboutatime whenyouhadto lead ateam through a difficult task. How did you handle the
challenges,and were you successful?

« Giveusanexample of asituation where you faced an unexpected setback. How did you deal with
the problem?

» Tellmeaboutatime whenyouhadtoinspireand motivate your team. What did you do to engage
your people,and what were the results?

Making Interviews Future-Ready

Aside fromasking the right questions, you can also improve your chances of success by creatinga
strategy for how you will make effective hiring decisions. Whether you're using ATS equipment or not,
you need to make interviewinga more data-driven process.

Createalist of potential “scores” for the answers your employees can give, so you can assign numbers
totheir responses and make it easier to define which candidates meet your needs later on. It’s also
worth using the same strategic questions in your interview with every candidate to effectively compare
leaders.

As well as standardising and scoring interview questions, it’s also worth thinking about how you can
make your interviews more efficient and future-proof. For instance:

 Usevirtualinterviews: Video interviews, online tests,and phone conversations make it easier to
assessacandidate atadistance foraremote or hybridrole.

« Trainyourinterviewingteams: Provide training for hiring managers and other experts to help them
make better decisions.

« Collect feedback: Curate feedback from your candidates to find out what they liked and disliked
about theinterview process.



https://whattobecome.com/blog/interview-statistics/
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Set Your Legal Leaders up For Success

The challenges of findingand recruiting the best legal talent today doesn’t stop when someone accepts
your job offer. You also need to consider how you will welcome your employees into the team and set
them up for successin their new roles.

When employee turnover is higher than ever,and there are endless new jobs to switch to if they’re not
happy with your team, make sure you master the onboarding process.

Your recruitment experts should be able to advise on what the onboarding process should include, but
some great ways to get started include:

 Usingonboarding techniques: Preboarding involves immediately introducing your new leader to
their colleagues, welcoming the team, and giving them an overview of what to expect when they
accept your job offer. This process can help make your new staff feel more accepted immediately.

« Customising the onboarding process: Customising the onboarding process to the exact needs of
eachleader isimportant. Think about exactly which information your leader will need to get up and
running,and try to avoid overwhelming them with details not specific to their job. Amore
streamlined onboarding process personalised to your staff member will help them feel more
preparedtothriveintheirrole.

« Prioritiseinclusion: Around 64% of employees say diversity and inclusion are crucial considerations

when deciding which jobs they want. With this in mind, try to make your employee feelas included as
possible. Welcome them into team meetings immediately, and look for opportunities to build bonds
between newand existing staff members. Even if your team members are working remotely, they
should feel like one of the family.

« Planforthe future: Sit down with your new senior hire early into the onboarding process, and ask
them about their goals. Talk about the skills your team members want to improve and look for ways
you can help them reach their targets. Regular meetings where you can discuss their progress will
help them seeafutureinyour firm and showyou'reinvested in their growth.

Remember, regularly collecting feedback from your senior hire on what they feel you can do to improve
their work-life canalso be a great way to boost retention.



https://yello.co/resource/white-paper/diversity-and-inclusion-study/
https://www.cipd.co.uk/knowledge/strategy/resourcing/turnover-retention-factsheet

Find Your New Senior Hires

The recruitment landscape has been moving through a complex period of transformation for the last
couple of years. Senior hires are harder to find than ever in a marketplace where turnover is high,and
employee expectations are changing.

If youwant to ensure you're attracting, hiring, and retaining the right people to help your law firm grow,
you'llneed to implement the right strategy. The steps above will give you several crucial tools to boost your
brand appearance, seek out the right employees, and convince them to join your team.

Of course, the best way to upgrade the hiring process and improve your chances of getting the right hires is
with support fromaspecialist recruiter. Alegal recruiter can keep you one step ahead of the competition in

the search for talentand help you to build a pipeline, so you never run out of amazing candidates to add to
your team.

What's more, with alegal recruiter, you can also get guidance on everything from making your interviews
more effective to write the best job descriptions.

If you need help getting the best leaders for your team in the new recruitment age, reach out today to
Clayton Legal to start your recruitment revolution.

Do you have a vacancy to fill?

CLICKHERE and we will be in touch with you to go through your requirements.
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CLAYTON LEGAL

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

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 all
about people andjust like you, our consultants are true
expertsin theirfield with areal drive for excellence which

informs everything they do.

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

-we are 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
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