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MOVING IN-HOUSE
If working in-house is an option you are considering as a serious long term career move the timing
of such a move is of crucial importance to the overall impact the change will have on your future

opportunities.

Whilst there can be in-house positions available at all levels, the majority of opportunities arise
for solicitors who have around 3 years + PQE. It is usually the case that companies prefer candidates
who have gained a solid training and grounding in the law within private practice and will be

therefore more capable of working without supervision.

In most cases an in-house solicitor will handle a broader range of matters than their counterparts
in private practice. The experience gained by a solicitor in private practice will not correlate
specifically with the role of an industry solicitor. Therefore, having a seat in company/commercial
together with company/commercial or corporate post qualification experience is particularly
important. Other seats that are more useful to have when looking in-house include employment

and IT.

Companies will also generally prefer candidates from similar sized firms and heads of legal
departments are keen on relevant sectorial experience. A move in-house will often require a
certain level of confidence. An outgoing solicitor who can easily market their services to the entire
business and gain the professional respect of their piers and superiors alike will be more successful

in industry.

If you decide to move back into private practice it is highly recommended that you should look to

do this within 3-4 years.

HEAD HUNTERS
Whilst it is highly flattering to be approached by a head hunter on behalf of a firm you must
remember that retained head hunters work only on behalf of the client who has instructed them.

This means therefore, that they owe a duty to their clients to find suitable candidates. Their position
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is rarely easy as many roles which they handle in private practice are normally more difficult to
attract people to. The more attractive roles are normally dealt with by recruitment agencies or
advertisements in the press handled via recruitment agencies or the firm’s themselves. Normally
when these methods have failed a practice will retain a head hunter. This can be a last resort

option as it is an expensive method of recruitment.

By accepting an offer for the role that you were approached about by a head hunter may not
necessarily follow that this is the best strategic move for your career. This is because this approach
to recruitment does not normally allow for you to consider or be introduced to any other practices

which may be able to offer similar or more attractive opportunities.

WHAT COULD | EXPECT FROM A MOVE OUT OF THE CITY?

After a period of time you may find yourself becoming increasingly exasperated with certain
aspects of life in London. The trains, tubes, pollution, noise and costs can begin to become
somewhat of a bind. The hours you are expected to work can have an increasing impact upon your
life outside of the office and in some cases an increase in responsibility and quality of work does

not materialise as your experience expands.

Exploring career options outside of London can provide a genuine alternative to the City and for
many becomes a wholly worthwhile decision. The following factors outlined below highlight some
of the reasons why many professionals choose to move to the regions. However, at the end of the
day making a move out of London is a personal choice which can be dependant on many individual

factors that will affect both you and your family.

Quality of work - rarely is it the case that this needs to be compromised. The sizes of the deals
you will be involved with are often smaller although the quality and complexity of the transactions
remains the same. Within some disciplines the cheaper fees of regional competitors has meant
that quality work from the City firms ends up in the regions. Solicitors usually find that they are
able to gain far more hands on experience and greater responsibility at an earlier stage in their

careers within regional firms.
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Salaries - Of course there is a reduction but this is balanced against the reduced cost of living
and property prices in the regions. At a senior level this is often redressed with the high profits

that are often posted in regional firms.

Support - The quality of non-fee earning support in the regional firms is just as good as that of
any City firm. However, due to the fact that the working day is often not as long in the regions and
the expectation on staff to be in the office round the clock rarely applies availability of support

will not be available 24/7.

Following - It can be possible for clients to follow you to a regional firm. Obviously the further
away you move from your client in terms of distance may affect how viable it would be to continue
working with them. A number of the major law firms in the North also have City offices which may
alleviate potential issues relating to physical distance. Clients may see the benefits of dealing
with regional firms due to a better value of service on offer - whilst still receiving a service from

ex City lawyers they do not have to pay City fees.

Quality of life - many solicitors decide they would prefer to spend more time with their families

rather than being caught up in the daily commute.

As Douglas Hope specialise in the recruitment of solicitors and partners in England and Wales
our guides focus on the North West, North East and Yorkshire and Humber regions. We would be
happy to discuss in more detail with you any aspect of relocating to England and Wales and how

a move could affect your professional and personal way of life.

WORKING IN PROFESSIONAL SUPPORT

The role of a professional support lawyer [PSL) has changed significantly over the last few years.
The important role that PSLs play in most City and large regional firms has been truly appreciated

and the value of their function today is rarely underestimated.

Dedicated professional support, although a fairly new concept has developed enormously,
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particularly in the City, and now offers a variety of responsibilities and different levels of seniority

providing a career option in its own right.

Working in professional support offers more flexible working hours and has been an ideal career
choice for those looking to move away from fee earning whilst remaining within the legal field.
Some still utilise the flexibility that working in professional support offers when choosing to
dedicate more time to family or as an interim career move. However, increasingly people are
seeing professional support as a long term, full time career opportunity. PSL work still provides
options for shorter or more predictable hours, working from home for part of the time as a PSL

is becoming more and more accepted.

Opportunities within professional support are developing all the time. Roles exist in the traditional
disciplines such as corporate, property and litigation but increasingly roles are becoming available
in areas such as projects and insolvency with some opportunities in employment, tax, and IP/IT

to name a few.

The role of a PSL will vary from firm to firm and department to department. Roles are often
tailored to the individual circumstances and experience of the individual. However, PSLs are
usually involved with key areas of work including developing know-how such as precedents,
databases and working practices and drafting and disseminating documents. Generally a PSLs
role will also encompass the research of new law and practices whilst keeping the fee earners
up dated with developments. PSLs are tasked with dealing with fee earners enquiries at all levels
around complex areas of the law. It is not unusual to be required to provide ongoing training and

professional development to fee earners as well.

Professional support work can also encompass marketing and business development. This often
comes in the form of producing newsletters and articles for clients as well as arranging and
conducting seminars and events. More recently PSLs have become increasingly involved with

developing IT, internet and online products.
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There are increasing opportunities for career progression within professional support, particularly
in City and large regional firms, with roles offering supervision of other PSLs as well as department
head of know how or director. Salary levels for PSLs can be a slightly grey area as positions do
often reflect the experience and responsibility of the individual. As the role of a PSL has increased
in status and demand the gap between fee earners and professional support staff has reduced.
In general PSLs should expect to earn between 10-20% less salary than their equivalent PQE fee

earning counterpart although this salary discount continues to diminish with time.

In order to become a professional support lawyer you will usually need to have at least 2-3 years
PQE with no upper limit to levels of experience gained. Previous experience as a PSL is not usually
necessary however a keen interest and enthusiasm for the law is a prerequisite. Potential PSLs
must be able to demonstrate a high degree of intellectual ability with the capability to grapple
with and communicate new and complex areas of law to other people at all levels. Good presentation
and IT skills as well as sound organisational and motivational abilities are also sought within

PSLs.

THE OFFER STAGE

When candidates negotiate terms of employment with their perspective employers a myriad of
potential problems, misunderstandings, sensitive issues and fear of either party giving the wrong
impression arise. The facilitation of the often delicate discussions that form an offer process is
a key element of your recruitment consultants’ role. Experience and knowledge together with
the benefit of a greater degree of neutrality should ensure that both candidate are client are happy
with the final outcome of the terms agreed. This point should also to be remembered when looking
to negotiate your contract as a fine line must be drawn between getting what you want without
alienating your new employer before you even start by coming across as overly fastidious.
Furthermore, your recruitment contact acting, in reality as a broker for both parties will be keen
to ensure a deal is agreed which is favourable to both candidate and client as this will reflect a

positive placement for themselves as well.

By bringing last minute demands to the table once contracts have been agreed by all parties will
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invariably lead to last minute withdrawals of offers from the new employer. It is crucial to be clear
from the onset of the level of remuneration and any other benefits and criteria you will require
to accept a new position. By omitting to consider every aspect of your intended package will not
bode well with a future employer, if someone can forget something as important as their own

personal package what could they forget when working for one of their clients?

‘BUY-BACK’
It is not uncommon that right at the end of the recruitment process when you have received the
offer you were hoping for at a firm that you rate highly you are then faced with the often unforeseen

dilemma most commonly referred to as ‘buy-back’.

Being singled out for significant amounts of positive attention by key strategic members of your
firm may seem flattering however common sense determines that you should be under no illusions

as to the reality of the situation in which you find yourself.

In a market where candidates are in high demand firms are fully aware that the majority of their
employees are worth retaining. Firms know full well how difficult it can be to recruit new staff
and how much time, effort, disruption and money can be involved in the whole process. Therefore,
with a small amount of common sense and commercial awareness an employer will see that by
giving some reassuring promises of career progression or a bit more money together with the

addition of some general flattery will prove far more cost effective to the firm than your departure.

As recruitment consultants it would be wrong for us to say that any candidate who lets us know
that they have succumb to such reassuring promises of career and financial enhancements is not
disappointed about losing a good placement. However, in addition to this, years of experience
have shown us that in these situations it is more than likely that such candidates will find that the
issues that were expected to be rectified still exist six to twelve months later - the minor increase
in remuneration leads to a reduced pay rise in the next annual review rounds, the better quality

work failed to materialise or the associate or partnership carrot seems further away than ever.
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With the value of hindsight that experience provides us the key to avoiding the buy-back situation
is clear. At the initial stages of any search for a new role a candidate should thoroughly assess
for themselves exactly what the issues are at their current firm and to what extent and by what
means they may be overcome without physically making a move. Only if there are no realistic
ways to rectify issues big or small within your current firm should you look to consider moving
somewhere new. Remuneration should never be the sole reason for making a move but where
this is an issue alongside others then only when carefully considered it is concluded that they will

not be quelled then, and only then should you consider a move elsewhere.
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