
Rachel BRushfield

 PuBlished By

Professional Development 
for Lawyers

 in association with



UK/EUROPE OFFICE
ark conferences ltd
Paulton house
8 shepherdess walk
london n1 7lB
united Kingdom
tel +44 (0)207 549 2500 
fax +44 (0)20 7324 2373
publishing@ark-group.com

NORTH AMERICA OFFICE 
ark Group inc
4408 n. Rockwood drive
suite 150
Peoria il 61614
united states
tel +1 309 495 2853
fax +1 309 495 2858
publishingna@ark-group.com

ASIA/PACIFIC OFFICE
ark Group australia Pty ltd
Main level
83 walker street
north sydney nsw 2060
australia
tel +61 1300 550 662
fax +61 1300 550 663
aga@arkgroupasia.com

online bookshop
www.managingpartner.com/bookshop 

Reports commissioning editor
evie serventi 
eserventi@ark-group.com

Reports Publisher – international
fiona tucker 
ftucker@ark-group.com

uK/europe marketing enquiries
Robyn Macé
rmace@ark-group.com

us marketing enquiries
daniel smallwood 
dsmallwood@ark-group.com

asia/Pacific marketing enquiries
steve oesterreich 
aga@arkgroupasia.com

isBn: 978-1-908640-59-8  (hard copy)
 978-1-908640-60-4  (Pdf)

copyright
the copyright of all material appearing within  
this publication is reserved by the author and  
ark conferences 2012. it may not be reproduced, 
duplicated or copied by any means without the 
prior written consent of the publisher.

aRK2211

Professional Development for Lawyers
is published by ark Group



Rachel BRushfIelD

Professional Development 
for Lawyers

In assocIatIon wIthPuBlIsheD By



Contents

III

Contents

Executive summary ............................................................................................................VII

About the author................................................................................................................XI

Acknowledgements ..........................................................................................................XIII

Part One: Key issues and methodologies

Chapter 1: Introduction – Professional development in the law ........................................... 3
Definition of professional development ................................................................................... 3
Continuing professional development compliance ................................................................... 3
Changes to professional standards/requirements – The LETR review ......................................... 4

Chapter 2: Trends driving changes in professional development ......................................... 7
Legal Services Act and alternative business structures (ABSs) ..................................................... 7
Enhanced competition and client demands ............................................................................. 8
Client centricity and customer service ..................................................................................... 9
The digital revolution: iPads, apps, podcasts, webinars, and video ............................................ 9
Blurring of learning and knowledge ...................................................................................... 11
Globalisation ...................................................................................................................... 12
Skills and talent shortage ..................................................................................................... 13
Bespoke customised learning ............................................................................................... 13

Chapter 3: Target audience needs .................................................................................... 19
Pre-trainees ........................................................................................................................ 20
Trainees ............................................................................................................................. 20
Solicitors ............................................................................................................................ 21
Associates .......................................................................................................................... 21
Senior associates ................................................................................................................ 23
Partners – Current ............................................................................................................... 23
Partners – New ................................................................................................................... 24
Partners – Lateral hires ........................................................................................................ 24
Women .............................................................................................................................. 24

Chapter 4: Engaging lawyers in professional development ............................................... 27
Prioritisation – What makes the difference? ........................................................................... 27
Impact of the law firm model ............................................................................................... 28



Contents

IV

Beliefs and attitudes to professional development – The lawyer mindset .................................. 29
Career development and motivation ..................................................................................... 29
Internal communication ....................................................................................................... 30

Chapter 5: Types of professional development delivery  .................................................... 33
Trainee development programmes ........................................................................................ 34
Further professional development programmes ..................................................................... 35
External coaching ............................................................................................................... 36
Internal coaching ................................................................................................................ 37
Informal learning ................................................................................................................ 37
Secondments ...................................................................................................................... 38
Mentoring .......................................................................................................................... 38
Taster sessions .................................................................................................................... 39
Action learning sets (group coaching) ................................................................................... 40
LinkedIn and Twitter............................................................................................................. 40
Intranet .............................................................................................................................. 40
MBAs ................................................................................................................................. 41
Self-coaching ..................................................................................................................... 41
Personal development ......................................................................................................... 41
E-learning .......................................................................................................................... 42

Chapter 6: Essential skills for the changing legal market .................................................. 43
Traditional skills .................................................................................................................. 43
Emerging skills .................................................................................................................... 47

Chapter 7: ROI – Justifying professional development and its benefits .............................. 67
A model for ROI ................................................................................................................. 67
Linking individual goals with firm goals ................................................................................. 69
80:20 rule ......................................................................................................................... 69
Human capital policies and data ......................................................................................... 70
Attracting and retaining talent .............................................................................................. 70
Knowledge management ..................................................................................................... 70

Chapter 8: Internationalism ............................................................................................. 73
Differences in the sophistication of professional development around the world ....................... 73
Professional development methods used for international firms ............................................... 73
International professional development strategies .................................................................. 75
International talent .............................................................................................................. 75

Chapter 9: From the horse’s mouth – Views on professional development ........................ 77
Lawyers .............................................................................................................................. 77
Non-legal management in law firms ..................................................................................... 77
External consultants, coaches, and experts ............................................................................ 80



Professional Development for Lawyers

V

Part Two: Case studies

Case study 1: Baker & McKenzie – ‘Pitching to win’ .......................................................... 93

Case study 2: Learning, development, and change at Carey Olsen ................................... 97

Case study 3: DLA Piper – Finance & Projects Academy .................................................. 101

Case study 4: Hogan Lovells – ‘Momentum’ – A fast career track global programme 
for senior associates ....................................................................................................... 105

Case study 5: LexisNexis – CRM ..................................................................................... 109

Case study 6: Marque Lawyers ....................................................................................... 111

Case study 7: Validatum Limited – Profitable pricing ....................................................... 113

Case study 8: Simmons & Simmons – MBA ..................................................................... 117

Case study 9: Latham & Watkins – ‘On Track: Best practices & strategies to develop 
junior partners’ .............................................................................................................. 119

Index ............................................................................................................................. 121



VII

‘THERE IS no end to education. It is not 
that you read a book, pass an examination, 
and finish with education. The whole of 
life, from the moment you are born to the 
moment you die, is a process of learning.’ 
Jiddu Krishnamurti.

Law firms need to equip their lawyers 
with the right skills, knowledge, and attitudes 
to survive and thrive in an increasingly 
competitive legal market. Good legal 
technical skills are no longer enough to 
ensure success or to win and retain clients 
against a backdrop of global uncertainty 
and economic recession.

This report focuses on professional 
development for lawyers at a critical and 
fast changing time for the profession. 
Lawyers need to be ‘fit for purpose’ for 
all the challenges they and their clients 
face. Growing competition is creating 
a substantial change in professional 
development, and it is also inspiring more 
creative and innovative approaches to it. 

Professional development for lawyers 
covers the skills and knowledge needed to 
succeed as a lawyer, both to meet clients’ 
and their firm’s needs, and to enable lawyers 
to achieve a successful career. It includes all 
types of facilitated learning from law school, 
conferences, programmes for different levels 
of qualification, coaching, mentoring, and 
informal learning, while working and in 
everyday life.

Compulsory professional development 
(CPD) around the world is being reviewed 
and updated to ensure that lawyers possess 

the new ‘world order’ of skills to ensure they 
are the trusted business advisors that they 
need and want to be, putting clients at the 
heart of their approach, and providing added 
value and exemplary customer service.

Emerging themes explored in this 
report are: ‘more for less and with less’, 
the prioritisation of target audience needs, 
globalisation, the development of lawyers 
into well rounded trusted business advisors 
with legal expertise, client centricity, real 
time case study experiential learning, multi 
benefit learning, and the sharing of learning 
to realise cost and time efficiencies. Other 
strong themes are the growth of online 
methodologies with the advent of the digital 
revolution, less external and more internal 
design and delivery, support to enable fee 
earning at an earlier stage in a career, and 
the importance of culture and leadership in 
engaging and motivating learning. 

This report is comprised of two parts. 
Part One discusses key issues and trends as 
regards professional development for lawyers, 
including innovative approaches and good 
practice, along with interviews with lawyers 
and experts working with law firms. Part Two 
contains detailed case studies with firms and 
select interviews on key emerging topics.

Chapter 1 sets the scene for professional 
development in the law and examines how 
it needs to evolve to support a fast changing 
legal market. It discusses how legislation 
and compliance is being reviewed around 
the world to ensure that lawyers are fit for 
purpose to meet the demanding needs of 
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changing legal markets. It also shares the 
market context as a backdrop to professional 
development and the rest of the report.

Chapter 2 explores the key trends 
affecting professional development, including 
more multi-benefit learning, focus on selective 
priority groups to receive training, use of 
shorter and more real time learning modules 
with practical case studies and experiential 
learning, the inclusion of more training to 
equip lawyers with commercial and business 
nous, client and customer relationship 
excellence, and project management.

Chapter 3 examines the professional 
development needs of different target 
audiences in a firm. The stages of a 
lawyer’s professional development needs 
to include graduates, trainees, associates, 
and partners. The chapter also discusses 
professional development in relation 
to women and the digital generation – 
Generation Y and the Millennials – and 
skilling up lawyers to fee earn at an earlier 
point than in the past, and helping them to 
possess business and management nous, as 
well as good interpersonal skills. 

Chapter 4 investigates how to engage 
lawyers in professional development and 
how to make professional development 
a priority for them. It discusses what 
impact the law firm model has on interest 
in and willingness to attend professional 
development, how the lawyer mindset and 
personality needs to be taken into account 
when designing and communicating 
professional development initiatives, the 
role that professional development plays 
in career development and motivation, the 
stakeholders in professional development, 
and accountability for creating compelling 
internal communication about the 
importance of professional development.

Chapter 5 explores the types of 
professional development delivery provided 

by law firms including trainee development, 
associate programmes, and talent 
management programmes. The growing 
use of external and internal coaching 
to maximise productivity and learning is 
reviewed, allied with the growing use of 
cost effective informal learning. Professional 
development by senior lawyers who motivate 
less experienced lawyers includes mentoring, 
supervision, and the sharing of knowledge 
and experience through taster sessions. 
The cost effective and growing role of 
secondments in the professional development 
mix is also examined. This is a popular and 
increasingly common way to learn which 
supports clients with free resources and 
builds client relationships. Action learning 
sets or group coaching, LinkedIn and Twitter, 
and the underexploited role of the intranet in 
professional development is examined.

Chapter 6 looks at the skills that 
professional development helps lawyers to 
acquire. Traditional skills explored include: 
business development, time management, 
negotiation, critical thinking, writing, and 
presenting. The emerging skills covered 
include: client centricity, leadership, 
business and management, diversity and 
inclusion awareness, branding, reputation 
management, emotional intelligence, 
and people management. The emerging 
influence of neuroscience on learning, 
technology as an enabler, and social media 
literacy are also explored.

Chapter 7 examines return on investment 
(ROI) and how to justify professional 
development and its benefits. Linking 
individual goals with firm goals is examined 
along with how human capital policies 
play an important role in its effectiveness, 
the importance of linking human capital 
and financial data, and how the quality of 
professional development can be a useful 
tool for attracting and retaining talent. 

VIII
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Chapter 8 compares and contrasts 
international and local approaches to 
professional development and looks at the 
merits of bespoke versus generic trans-global 
programmes. The chapter discusses how 
economies of scale can be realised – for 
example via the use of online professional 
development – and how diversity, inclusion, 
and cultural issues affect the design and 
delivery of professional development. 

Chapter 9 shares views ‘from the horse’s 
mouth’ of how professional development 
can help develop lawyers to be fit for 
purpose and how they can overcome the 
practical barriers and emotional resistance 
to change. Lawyers, specialists in their field, 
and learning and development professionals 
share their views on how to help the 
profession evolve. 

Part Two comprises best practice case 
studies from a range of firms, including 
magic circle and smaller firms, and 
experts working with law firms. They share 
information on how firms of different sizes, 
and with different international reach, 
have created and delivered professional 
development programmes to help them 
develop lawyers with the skills needed to 
have a strong and sustainable competitive 
advantage. Part Two presents case 
studies from firms who have successfully 
developed effective strategies, tools and 
tactics towards professional development. 
These include Baker & Mackenzie’s 
‘Pitching to win’ programme, DLA Piper’s 
experiential negotiation skills programme 
for Finance & Projects, Hogan Lovell’s fast 
track ‘Momentum’ career development 
programme for senior associates, Latham 
& Watkins ‘On track’ programme for junior 
partners, Simmons & Simmons MBA for 
trainees, Carey Olsen’s approach to HR, 
learning and development and change, 
and an interview with innovative firm 

Marque Lawyers. Two of the case studies 
share interviews with experts on helping 
the legal market to acquire emerging and 
vital competencies in pricing and customer 
relationship management. Richard Burcher 
of Validatum shares his work with law 
firms to change the entrenched mind-set 
about pricing, and Gina Connell at 
LexisNexis shares how customer relationship 
management (CRM) helps law firms get 
closer to clients.
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