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Forewords

The young lawyers of today are the senior leaders of tomorrow, so understanding their concerns today will
help to shape the profession for the future. Relevant across the globe, this research should be carefully

considered with action in mind.

As society develops at an unprecedented pace, the strains and pressures facing those entering the legal
profession, and indeed those who will enter it in the near future, are often novel but certainly developing.
The challenge of achieving equal gender representation, maintaining mental and physical health and
creating and implementing the sustainable strategies so critical for the future of the planet reflect wider
societal concerns. This reflection of social concerns certainly enhances their relevance to the legal
profession. The sudden change in circumstances brought by the Covid-19 global pandemic exacerbated
the strains felt by young lawyers in some areas of the profession, but arguably demonstrated their capacity
for flexibility in the face of necessity. Accommodation was essential while operating through the Covid-19

pandemic, just as evolving to meet needs of young lawyers will be key to the future success of the profession.

Global stability and peace can be achieved through the administration of justice, but only if the legal
profession fits within the modern society that it serves. This report acts as a starting point for analysing the
changes that are required to attract and retain talented young lawyers within the legal profession. It is these
young lawyers who will continue to defend and promote the fundamental values upon which our global

society is based into the future.

I congratulate the IBA Young Lawyers’” Committee for its efforts, and encourage the whole legal profession
to carefully read the findings of this report. I hope that it will form the basis for future change within the

profession.

Sternford Moyo

President, International Bar Association
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In Their Own Words:

“ It may sound trite, but young people really are the future.
Jane Goodall

It is no secret that the future of the legal profession is in the hands of the younger generation. All legal
institutions need to understand the concerns, motivations and positions of the younger members of their
community to retain talent and remain competitive. High turnover of young lawyers can cause problems on
many levels, including the disruption of productivity and damage to client relationships. By understanding
what drives young lawyers and by building a culture of support and engagement, legal institutions will

benefit from an inspired and motivated workforce.

This survey report is the IBA’s contribution to aid this discussion and process. It should enable the voices
of younger members of the legal profession to be heard, persuade more senior members to listen and, we

hope, take the necessary action to ensure the continuity of their business or activities.

The IBA Legal Policy & Research Unit (LPRU) and the IBA Young Lawyers’ Committee have worked with
Acritas to compile this report, which provides valuable insight for decision-makers in the legal profession. It

shows the concerns and priorities of young lawyers across different jurisdictions on topics such as:
e what motivates them;

* what they want and need;

® what troubles them about the legal profession;

® their view of the future and the expectations they have from their working environment; and

® what about senior colleagues? The dynamics between young lawyers and senior colleagues?

Management of legal institutions tend to believe that catering for this demographic is complex.
Nonetheless, this report shows uniformity in the topics of interest and makes practical suggestions for

action to ensure that the workplace is healthy, energised and relevant for future generations.

There is no doubt that in order to succeed and thrive in the long term, organisations have to look ahead
and plan now for that future. The human aspect of this planning is paramount for the business’ success
in the coming years. This report will be a very useful tool for law firms and businesses in planning the

management and retention of their talent.

Marco Monaco Sorge and Marie Caroline Brasseur

Co-Chairs of the IBA Young Lawyers’ Committee
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Executive summary of key findings

The Young Lawyers’ Survey Report identifies a number of key findings on the subject of young lawyers’
interests and concerns. These can be relied upon as a basis for further discussions about the future of the
legal profession and the maintenance of meaningful engagement with young lawyers. The key findings

from the survey are summarised below.

In the next five years, half of young lawyers are somewhat likely, or highly likely, to move to a new but

comparable workplace, a third to a new legal profession and a fifth to leave the legal profession entirely.

As to their reasons for leaving their current roles, solicitors are more likely to cite work-life balance and
mental health than their in-house counterparts. According to the survey, in-house lawyers struggle the most

with finding mentors and promotion opportunities and tend to have a desire to work abroad.

Across all regions, salary is the most-cited factor pushing young lawyers out of their current roles. It is also
worth noting that salary is also the biggest factor responsible for drawing young lawyers towards a new legal

role across all regions.

Over a third of those surveyed view balancing commitments as a hindrance to their career progression, and
this is even more pronounced in young solicitors and female respondents. Only one in ten of the young

lawyers who responded reported that they have not experienced any barriers to their progression.

A lack of work-life balance is a concern for over 60 per cent of young lawyers. This concern was the greatest
for those lawyers in the 25 and under age bracket — with 71 per cent citing this as an issue. Sixty six per cent

of female lawyers and 68 per cent of solicitors also find work-life balance a concern.

Approximately two thirds of respondents agree completely that a high level of English is essential to a
career in law. Furthermore, 53 per cent of Spanish-speaking respondents completely agree that a high level

of English is essential for their future careers.

While 27 per cent of male respondents expressed concern about the lack of action within legal workplaces
to address toxic workplace cultures, this rose to 43 per cent amongst female respondents. Equally, 44 per
cent of the 25 and under age group found this a concern, in comparison to just 28 per cent of the 36—-40
age group. The failure of employers to address toxic workplaces is also a great concern for academics and

researchers (53 per cent).

Fifty-four per cent of respondents felt that flexible working arrangements were key to the long-term
continuity of the legal profession and 40 per cent viewed artificial intelligence (Al) and legal technology

training as critical for their future.

6 IBA Young Lawyers’ Report  January 2022



Introduction

Context

In recent years, the IBA has sought to improve its understanding of the issues affecting global legal
practitioners on a personal level, and not just as experts in their field of practice. Noting trends and areas of
broader workplace and societal concern, it has undertaken a range of projects looking at issues of: gender
diversity, workplace behaviour, mental wellbeing and issues affecting younger members of the profession.
Typically, recommendations are then made based upon empirical evidence, often in the form of survey

data, which provides a more robust basis for determining action.

In 2017, the IBA undertook a survey of almost 6,000 legal professionals for its Women in Commercial Legal Practice
report.! This research was undertaken to understand why, despite the achievement of entry-level gender-parity
in many jurisdictions, women remained significantly underrepresented at senior levels in commercial law firms.
One of the more concerning results showed that one in three female respondents reported being sexually

harassed in their current workplace, while one in two female respondents had been bullied.”

This led the IBA to focus on the phenomenon of bullying and sexual harassment in the legal profession. In
2018, it carried out the largest ever international survey on this topic, with nearly 7,000 responses providing
empirical confirmation that bullying and sexual harassment were and are rife within the global legal
profession.’ Furthermore, it showed that these conducts disproportionately affect younger members of the
profession, with younger respondents reporting more experience of bullying and sexual harassment and
less satisfaction with workplace approaches to addressing such conduct.* Extensive stakeholder engagement
followed publication of the report, which flagged a growing divergence between attitudes of the older and
younger members of the profession. Previously tolerated or ignored behaviours are no longer regarded as
acceptable by younger professionals, who are increasingly prepared to recognise and call out reprehensible

conduct.

This generational disconnect between the profession’s current and future leaders needs to be addressed,
both on this issue and on wider workplace matters. This was one of several factors that led the IBA to focus

on the priorities, interests and concerns affecting junior lawyers.

Similarly, in 2019 the Junior Lawyer’s Division of the Law Society of England and Wales conducted a survey

of young lawyers, finding that a third reported feeling stress on a regular basis as a result of work within the

1 Legal Policy & Research Unit, ‘Women in Commercial Legal Practice’ (International Bar Association, 2017) www.ibanet.org/LPRU/Women-
business-Lawyers-Initiative-Front-page.aspx accessed 10 May 2021.
1bid 34.

Legal Policy & Research Unit, ‘Us Too? Bullying and Sexual Harassment in the Legal Profession’ (International Bar Association, 2019) www.
ibanet.org/bullying-and-sexual-harassment accessed 10 May 2021.

4 These findings were similar to studies carried out by the Law Society of Scotland in 2011 and the New Zealand Law Society’s 2018 survey. See
Law Society of Scotland, ‘Bullying and Harassment in the Legal Profession’ (2011) www.lawscot.org.uk/media/10166/preventing_-bullying-_and_-
harassment_-report-_june_2011.pdf accessed 21 June 2021; New Zealand Law Society, “The 2018 Legal Workplace Environment’ (2018) www.
lawsociety.org.nz/news/lawtalk/issue-919/the-2018-legal-workplace-environment-survey/ accessed 21 June 2021.
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month prior to taking the survey.” In 2018, the Law Society of South Africa conducted its own young lawyers
survey, and nearly half of the respondents said that work had negatively impacted upon their quality of
life.® The IBA has itself embarked upon a global project aimed at addressing the mental wellbeing of legal
professionals. The IBA Presidential Taskforce on Mental Wellbeing in the Legal Profession was formed in
2019 by former President Horacio Bernardes Neto and has continued to be a priority for the IBA under
Sternford Moyo’s presidency (2021-22). According to the recent IBA report, Mental Wellbeing in the Legal
Profession: A Global Study, one in ten respondents aged under 30 have experienced suicidal thoughts as a

result of work.”

We need to understand why the profession is losing talent, what creates obstacles and areas of concern. For
those who decide to stay, we must also understand whether they are lacking opportunity or satisfaction in
their current roles and, ultimately, what changes should be made to create improved working conditions

and reduce attrition rates.

In 2020, the IBA Young Lawyers’” Committee and the IBA Legal Policy & Research Unit (LPRU) worked
together to draft a survey aimed at young lawyers, to answer these questions. The survey was available over
the summer of 2020, during the Covid-19 pandemic lockdowns in many jurisdictions. The data gathered
reflects the priorities, interests and concerns of young lawyers around the world, and across various areas
of the profession. While much contemporary debate has focused solely on private practice, this survey
was designed to include advocates, solicitor-advocates, barristers, in-house lawyers, legal advisors/officers,

academics, paralegals and judges.

Young lawyers are the future leaders of the legal profession. It is therefore in the best interests of the
profession that talented individuals remain committed and engaged in the law so that they may contribute
to its advancement, reform and the championing of the rule of law. Their experience and how their
interests are managed in the workplace will undoubtedly affect their future at the workplace, in the sector

or within the legal profession more generally.

Methodology

In early 2020, the IBA, in conjunction with market research company, Acritas,* launched a global online
survey to gather quantitative and qualitative data from young lawyers practicing in the legal profession

around the world.

This online survey was open between April and August 2020 and was available in English and Spanish. A
total of 3,056 young lawyers took part.

5 Junior Lawyers Division, ‘Resilience and wellbeing survey 2019’ (The Law Society, 2019) https://communities.lawsociety.org.uk/Uploads/b/
y/k/resilience-wellbeing-survey-report-2019.pdf accessed 29 September 2021.

6 Law Society of South Africa, ‘Results of a survey of young lawyers’ (Law Society of South Africa, 2019) www.lssa.org.za/wp-content/
uploads/2019/11/Presentation-LSSA-Young-Lawyers-Survey-results-March-2019.pdf accessed 29 September 2021.

7 Legal Policy & Research Unit, ‘Mental Wellbeing in the Legal Profession: A Global Study’ (International Bar Association, 2021) www.ibanet.

org/mental-wellbeing-in-the-legal-profession.aspx accessed 29 September 2021.

8 Now part of Thomson Reuters.
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The survey (see Appendix 1) began by asking for demographic information: age, primary profession,
gender, jurisdiction and whether respondents were IBA members.” Respondents were then asked about

their current working situation, academic background and the career changes undertaken until the survey.

The core questions in this survey concerned young lawyers’ future career plans: whether they were
contemplating leaving their current roles for a new but comparable workplace; whether they were
considering a different legal profession; or whether they were thinking of leaving the legal profession
entirely. Respondents were also asked which factors would make them leave their current role and which
factors were attractive to them when thinking about moving to a new workplace. Questions were also asked
about the necessity of having a good level of English to succeed in the legal profession and about whether

technology is playing a role in their workplaces.

The survey included both closed and open questions. Closed questions provided respondents with a list of

responses to choose from. Open questions offered respondents a text box in which to write their answers.

The survey was distributed widely via: the IBA website, emails to IBA members, social media posts
(LinkedIn, Twitter and Facebook) and through promotional material. The IBA also contacted every IBA
member bar association and law society, asking them to distribute the survey, especially within the young

lawyers’ divisions and committees within their organisations.

The survey was open to all members of the profession aged 40 or under (IBA membership was not
required). The survey was anonymous and neither the IBA, nor Acritas was able to identify individual

respondents or their workplaces.

Demographics

Age

Respondents were instructed to complete the survey if aged 40 or under. There were a higher number of
respondents in the mid-range brackets (26-30 year-olds and 31-35 year-olds). The least represented group
was the under 25 year-olds, which may be due to the qualifications required to enter the profession. For
example, some jurisdictions do not provide law as a course at undergraduate level and some require further
professional qualifications beyond a law degree. As such, many people under 25 are still studying or have

only just entered the profession, leading to a lower response rate.

9 The survey was available to both IBA members and non-members. However, IBA members were asked to complete nine extra questions. This

report does not include those IBA-related responses.
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Figure 1: age of survey respondents

12%

<25 year-olds

20%

36-40 year-olds

38%

26-30 year-olds

29%

31-35 year-olds

There is slight variation among the IBA regional fora, but in all of them the age groups answered in roughly

the same proportions (see Figure 2).
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Figure 2: age and region of survey respondents
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Gender

A total of 3,056 young lawyers completed the survey, of whom 1,719 respondents were female, 1,321 were
male, 12 preferred to self-define and four preferred not to specify. Overall, the proportions of male and

female respondents were reasonably balanced, with slightly more female lawyers answering the survey.

Figure 3: gender of survey respondents

Female
Male
0
I >1 % Other

0/. Prefer not
I >1 A) to specity

However, it is noteworthy that these proportions were not consistent across regions. Significantly more
female lawyers than male lawyers answered the survey across the Asia Pacific, Europe and North America.

The Arab region was the only one from which more male lawyers responded (see Figure 4).
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Figure 4: gender and region of survey respondents
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Profession

The survey received a good spread of responses across the different subsections of the broader legal
profession, although there were a particularly high level of responses from solicitors. This has been
noticed in previous IBA surveys, and it is not unusual given the demographics of the IBA’s membership.
The present membership is comprised largely of: international lawyers, law firms, law societies and bar
associations. This is also unsurprising given the channels used to disseminate the survey: the National
Representatives of the IBA Young Lawyers’ Committee and bulk emails to the IBA membership. While the
legal profession is unified in many jurisdictions, a separate category was used for barristers to reflect the
experiences of respondents working in jurisdictions with bifurcated legal professions. Respondents from
this category also made up a significant proportion of the responses. Other significant categories included

in-house counsel and legal officers.

The lowest levels of responses include the judiciary and academics, which is perhaps not surprising as
these professions are associated with and/or require a high level of seniority and experience in many

jurisdictions.

Figure 5: profession of survey respondents
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Language

This survey was available in English and Spanish. English remained the primary language of completion.

Figure 6: language of completion

A English
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Taken together, just over 60 per cent of responses came from Europe and Asia Pacific regions. The lowest

response rates were from North America and Arab regions.

Figure 7: region of survey respondents
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Top countries

Eight countries crossed the threshold of having more than 100 respondents (see Figure 8). This is the

threshold required to have sufficient data to make country-level findings.

Figure 8: country of survey respondents

India
Ny

298
9.8%

Brazil

145
4.7%

16

United Kingdom

253
8.3%

Nigeria

136
4.5%

Australia

Ny

200
6.5%

Lithuania

106
3.5%

Spain

149
4.9%

United Republic
of Tanzania
w

106
3.5%

IBA Young Lawyers’ Report

January 2022



1. What is happening in the legal sector?

This chapter explores the reasons why young lawyers decide to enter the legal profession. These reasons
are personal interest; to achieve academic excellence; and to be able to focus on a particular practice area.
Building upon the factors of attraction to the profession, it was a pivotal part of the survey to inquire about
the probability of the respondents moving out of their current legal roles. This section also explores: the
reasons why young lawyers are considering leaving; the aspects of their current job that they believe have

impacted negatively upon their careers; and the concerns they have moving forward.

Young lawyers’ academic background and attraction to the profession

Respondents were asked whether they had entered the legal profession straight after law school. A total
of 96 per cent of respondents entered the profession within five years after graduation. Of these, 83 per
cent of respondents entered the profession immediately after graduating, nine per cent within two years of

graduating and four per cent within five years of graduating.

Respondents were then asked the top three factors that had influenced their decision to enter their current

profession within the law:
* 54 per cent of respondents were motivated by personal interest;
* 38 per cent were motivated by academic excellence and interest in a given practice area;
® 34 per cent were motivated by work experience;
* 31 per cent were motivated by the opportunity to earn a large salary;
® 26 per cent cited the desire to work in a courtroom and job stability;
® 16 per cent referenced expectations from family, friends and peers; and

® 14 per cent mentioned experience at law school.

Current career changes in the legal sector

Respondents were then asked a series of questions relating to their job mobility: whether or not they had
moved law-based workplaces during their career; how many law-based workplaces they had worked at before

their current role; and how likely they were to move outside their current roles.

Sixty-two per cent of respondents indicated they had moved between law-based workplaces during their
career, with 50 per cent having moved within the same profession (eg, from one law firm to another) and
12 per cent having moved to a new profession within the law (eg, from an in-house role to academia).

Of the 62 per cent who reportedly moved from one law-based workplace to another (within the same
profession or to a different one), 26 per cent of respondents indicated that they moved between the private
and the public sectors. Seventy-four per cent had therefore stayed within the private sector or the public

sector exclusively.
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Thirty-five per cent of respondents indicated that they had worked in one legal workplace before joining
their current workplace, and 53 per cent of respondents have worked in two or three law-based workplaces
before entering their current workplace. Eleven per cent of respondents have had four or five previous
law-based workplaces and two per cent have had six or more. Therefore, 66 per cent of respondents have

moved at least twice from one workplace to another.

Young lawyers leaving their current roles

A significant majority of young lawyers are leaving or thinking about leaving their current legal job. In the
next five years, 54 per cent of young lawyers are somewhat or highly likely to move to a new but comparable
workplace, and 33 per cent feel they will be moving to a new legal profession. One in five (20 per cent) are
somewhat or highly likely to leave the profession entirely. This is true especially among solicitors, advocates,
in-house lawyers and legal advisors/officers. Barristers, academics and researchers and paralegals show the

lowest reported percentages of prospective attrition beyond the legal profession.

The survey results indicate that those motivated to enter the profession by personal interest are significantly
less likely to predict moving out of it in the next five years. However, those motivated by peer expectations
and/or job stability are significantly more likely to be considering the profession entirely within the next

five years.

What are the problems and why are young lawyers leaving?

Barriers to career progression

A significant number of respondents find it difficult to balance their professional and personal lives, and
they therefore feel that they are hindering their opportunities for career progression. When asked about
the factors having a direct negative impact upon their own career progression, over a third of young lawyers
cited balancing commitments and the lack of mentorship as a hindrance to progression (37 per cent

and 36 per cent respectively). Another perceived barrier to career progression was the lack of promotion
opportunities, cited by 31 per cent of respondents. Only one in ten respondents report that they have not

experienced any barriers at all to their progression.

According to the responses, solicitors struggle to balance commitments more commonly than other legal
professionals. Forty-one per cent of solicitors cited balancing commitments as having a negative impact
upon their career progression, whereas only 30 per cent of in-house lawyers cited this. In contrast, 42 per
cent of in-house lawyer respondents cited a lack of promotion opportunities as having a negative impact

upon progression, compared to just 28 per cent of solicitors.

In Their Own Words:

‘ ‘ The more senior you get the less opportunities there appear to be. In-house counsel budgets means that
companies will forgo experience over cost.

Female, In-house counsel, Australia
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In recent years, the role of the in-house lawyer has transformed from one of crisis management, to
participation in the wider objectives and decision-making processes of the company. Legal in-house teams
are also increasing in size. The growth first experienced by in-house legal teams in the United States and
the United Kingdom has extended globally to create larger cohorts of, and greater dependence on, in-
house lawyers within corporate structures, not dissimilar to multi-jurisdictional firms." This is reflected in
New Zealand, for example, where 95 per cent of in-house legal teams were maintained or grew over the
year 2019," with similar trends highlighted by Deloitte in Portugal, and which are forcasted to continue.'
In the UK almost one quarter of lawyers now work in-house — a number which has almost tripled over

the last 20 years, according to the Law Society.”> However, notwithstanding these larger teams, the results
from this survey show that a significant proportion of young, in-house lawyers feel the opportunities for
promotion remain insufficient in comparison to working in a law firm. As such, they feel their careers are

inhibited.

While a large proportion of young lawyers of both genders experience barriers to career progression,
female lawyers appear to be disproportionately affected by many different factors including, but not
limited to, direct discrimination. Forty per cent of female respondents, compared to 34 per cent of male
respondents cited balancing commitments; 39 per cent of women, compared to 32 per cent of men, cited
a lack of available mentorship and career guidance; and 31 per cent of women, compared to 21 per cent of
men cited a lack of on-the-job assistance as factors which present a challenge to their career progression.
However, the largest gender difference is seen in relation to direct discrimination, where 20 per cent of
women and just 9 per cent of men cited this factor as having had a negative impact upon their career

progression.

In Their Own Words:

“ The profession is too conservative and older lawyers don’t understand the concept of active mentorship
despite several conversations on the topic.
Female, Solicitor, United Kingdom

Why are young lawyers leaving?

Of those who are somewhat or highly likely to leave their current role in the next five years, almost half

of respondents cited salary (49 per cent) as the most significant reason for wanting to leave their current
roles. This consideration is followed by a lack of progression (38 per cent), and then by concerns over
workload and work-life balance (36 per cent). Other factors pushing young lawyers out of their current
roles include: a desire to work abroad (33 per cent), an interest in moving to another profession in the law

(29 per cent), and the impact of work upon their mental health and wellbeing (28 per cent).

10 Legal Club, ‘In-House Legal Industry Report’ (2019) 7, www2.deloitte.com/content/dam/Deloitte/pt/Documents/about-deloitte /In_
house_Legal_Industry_Report.pdf accessed 10 June 2021.

11 Deloitte, ‘In-house legal: A force to be reckoned with — 2019 In-House Legal Counsel Survey’ (2019) 18 www2.deloitte.com/content/dam/
Deloitte/nz/Documents/risk/ILANZ-Survey-Report-Presentation.pdf accessed 10 Jun 2021.

12 Legal Club, ‘In-House Legal Industry Report’ (2019) 60, www2.deloitte.com/content/dam/Deloitte/pt/Documents/about-deloitte/In_
house_Legal_Industry_Report.pdf accessed 10 June 2021.

13 Access the Law Society’s Annual Statistics Report 2019 here: www.lawsociety.org.uk/topics/research/annual-statistics-report-2019
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Figure 9: reasons to leave current role
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Unsurprisingly, the percentages of some of the aforementioned factors are higher among the responses
from those likely to leave the legal profession entirely. For instance, workload is cited by 41 per cent of
those who are somewhat or highly likely to leave the profession entirely, as opposed to 36 per cent of
those who are somewhat or highly likely to move to a comparable workplace, or to a new legal profession.
Furthermore, the impact upon their mental health is cited by 39 per cent of respondents thinking about
abandoning the profession entirely, compared to 28 per cent of those who are considering leaving their

current roles in search of a comparable workplace, or a new role within the profession.

The results suggest that solicitors seek work-life balance and mental wellbeing in their careers; while in-house
lawyers prioritise opportunities to work abroad and for professional development. According to the survey,
43 per cent of solicitors cited issues with workload and work-life balance as reasons to leave their current
roles, while only 28 per cent of in-house lawyers cited these factors as an issue. Additionally, 33 per cent

of solicitors cited a negative impact upon their mental health, compared with just 20 per cent of in-house
lawyers. Conversely, 40 per cent of in-house lawyers reported wanting to work abroad as a factor leading them
to consider other roles, compared to 31 per cent of solicitors. Thirty-five per cent of in-house lawyers also said

that professional development was an important factor, compared to just 23 per cent of solicitors.

What concerns young lawyers about their future?

Poor work-life balance is the greatest concern by an almost 20 per cent margin, with 62 per cent of young
lawyers citing poor work-life balance as the main factor of concern for their future career in the law. This is

especially true for those at the youngest end of the spectrum, as well as female lawyers and solicitors.
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Age groups also show trends in other areas. Younger respondents (71 per cent of those aged 25 and under)
are several percentage points more likely to be concerned about work-life balance than those over the

age of 35 (52 per cent). These figures reflect the resignation with which young lawyers ultimately face the
work-life balance challenges they encounter throughout the early years of their careers. Women are more
concerned about work-life balance than men, with 67 per cent of female respondents, compared to 54 per
cent of male respondents, citing poor work-life balance as their biggest concern. Finally, 68 per cent of
solicitors, compared to 54 per cent of in-house respondents, are concerned about not having a better work-

life balance in the future.
Other concerns cited by respondents were:
e the lack of opportunities for growth (43 per cent);
* the oversaturation of the labour market with new law graduates (36 per cent);
¢ the failure of the legal profession to address toxic workplaces (36 per cent);
¢ difficulty in finding work (31 per cent);
® the commoditisation of legal services (24 per cent); and
e threats to the independence of the legal profession and the judiciary (24 per cent).

Concern over the toxicity of the workplace, the oversaturation of the market with law graduates and the
difficulty in finding work also decreases with age. In contrast, the percentage of concern regarding the

commoditisation of legal services and the independence of the legal profession increases with age.

Already, this survey demonstrates that a combination of work-life balance and career development
challenges appear to be the factors pushing young lawyers out of their current roles and having a negative

impact upon their careers. They also appear to be the factors raising the most concerns for their futures.

In Their Own Words:

“ Expecting an associate to bill over 2,000 hours and also regularly attend networking events to build
profile or reach new clients is unrealistic.
Male, Solicitor, United Kingdom
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2. The future of the legal profession

What are young lawyers looking for?

What attracts young lawyers to a different role?

We now have a better insight into why young lawyers are leaving their roles and/or the profession, but
what are they looking for from other legal workplaces? Perhaps, we expect to observe that young lawyers
choose to leave their current legal roles for factors reflective of what they are seeking elsewhere within the

profession or beyond it.

Broadly speaking, this report shows that young lawyers are most attracted by: career opportunities, salary

and work-life balance. According to the survey, these factors are ranked as follows:
* 70 per cent of respondents cited salary as the biggest attraction of a new role;
* 51 per cent cited work-life balance elements;
® 35 per cent cited a greater variety of work; and
® 32 per cent cited opportunities to travel or work abroad (32 per cent).

Other factors with similar percentages include: flexible working schemes, location of the workplace, high

staff retention rates, regular career support and having a high level of responsibility (see Figure 10).

Figure 10: attractive moving factors

Regular career or professional
development support

22.1%

High staff
retention rates

70.2%

Salary

22.2%

Location of the
workplace

29.1%

Flexible working
schemes

50.9%

Workplace promoting a
healthy work-life balance

32%

Opportunities to travel

or work abroad 34 . 8 %

Variety of work

22 IBA Young Lawyers’ Report  January 2022



In Their Own Words:

“I would like to reconcile more responsibilities with a healthier work-personal life balance.
Male, Solicitor-advocate, Spain

The youngest of lawyers are more interested in having opportunities to travel and regular career and
mental health support. For example, opportunities to travel was cited by 37 per cent of those aged 25 and
under, compared to just 28 per cent of those aged 36—40; and regular career support was cited by 31 per

cent of those aged 25 and under, compared to just 18 per cent of those aged 36—40.

The gender distribution of attractive moving factors must also be noted. Women are more likely than men
to seek work-life balance, flexibility and diversity; whereas male respondents are more likely to pursue a
role with a higher level of responsibility and prominent clients. For example, when evaluating the merits

of a new role, almost 25 per cent of young female professionals cited equal gender representation at
management level, compared to only four per cent of men. Twenty-seven per cent of men, as opposed to 15

per cent of women, said that they were attracted by the idea of having a high level of responsibility.

What excites young lawyers about their future in the law?

Respondents were asked to write about what excites them most about their future careers in the law. Young
lawyers wrote that they were eager to continue learning, to challenge themselves and to develop their
careers. In total 33 per cent of respondents wrote that they wanted to learn, expressing their desire to
continue challenging themselves; 20 per cent were excited about their career development; and 17 per cent
wrote that they were excited about witnessing and being part of the evolution of the law and were looking

forward to seeing how technology and innovation changes the legal landscape.

In Their Own Words:

“I hope that with the developments we are seeing in technology, legal professionals can focus more on
legal and commercial assessments than on clerical work.
Male, Solicitor, Sweden

According to the survey, in-house lawyers are more enthusiastic about technology and innovation
developments than solicitors. Over 16 per cent of in-house lawyers are excited about technology and
innovation in the law, compared to just eight per cent of solicitor respondents. However, both professions

are equally excited about being part of the law evolving (ten per cent).

Reported levels of enthusiasm to continue learning appears to decrease with age. Twenty-five per cent
of respondents ages 25 and under stated that they were excited about the possibility of continuing their
learning, compared to just 14 per cent of respondents from the 36-40 age bracket. However, the survey

results show that excitement about the challenges ahead and being part of the law evolving increases with age.
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Career opportunities and progression

When considering the reasons for leaving their current roles, 38 per cent of respondents cited the lack
of progression and 27 per cent felt disappointed that there was limited professional development. These

statistics can be explained in light of the factors most valued by the respondents.

Specifically, young lawyers are motivated by the prospect of carrying a high level of responsibility and,

as such, one in five respondents cited it as the most attractive factor in considering a new role. A similar
interest is displayed with regards to career support, with one in five (22 per cent) citing regular career
support as an advantage to the profession. Therefore, we expect to witness young lawyers’ attrition among
those not sufficiently guided or challenged in relation to their prospects of career development and

progression.

The statistics on the barriers to career progression confirm this assumption. Discontented young lawyers

cited the following factors as a hindrance to their progression:
¢ lack of mentorship and career guidance (36 per cent);
® lack of promotion opportunities (31 per cent);
® lack of on-the-job assistance (26 per cent); and
* a lack of performance appraisals (21 per cent).

According to the respondents, the appeal of the profession is further hindered by complicated promotion
processes (23 per cent). The recently published IBA report on mental health and wellbeing in the legal
profession'* further corroborates the feeling of emptiness that young lawyers appear to experience when
seeking guidance and advice in their daily work; more than one in three lawyers had experienced both a

lack of clarity and a lack of support at work in the 12 months prior to the survey being conducted.

The evidence, therefore, suggests that the availability of progression in the legal profession and the support
systems available are at odds with the expectations of the next generation of lawyers. Young lawyers appear
to enter the profession with the intention of taking up a challenge and achieving academic excellence, and

are then discouraged by the limited means by which they can achieve those aims.

Opportunities for flexible working and Al and legal technology training are seen as vital in order to stay
relevant and appropriately skilled in the future. When asked which three areas were most critical for the
future, 54 per cent of respondents cited flexible working arrangements, 40 per cent cited Al and legal

technology training and 28 per cent cited networking opportunities.

The importance of flexibility varied significantly according to gender. Sixty-one per cent of female
respondents, as opposed to 44 per cent of male respondents, viewed flexibility as key for the legal
profession’s long-term continuity. The survey also suggests that flexible working is particularly important
among solicitors. Sixty-four per cent of solicitors view flexibility as key; compared to 49 per cent, 46 per cent

and 45 per cent of barristers, in-house lawyers and advocates/advocate-solicitors, respectively.

14 Legal Policy & Research Unit, ‘Mental Wellbeing in the Legal Profession: A Global Study’ (International Bar Association, 2021) www.ibanet.

org/mental-wellbeing-in-the-legal-profession.aspx accessed 29 September 2021.
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Respondents were also asked about the necessity of speaking English. Notably, two thirds completely
agreed that a high level of spoken and written English was essential to a successful career in the law, and
approximately 28 per cent somewhat agreed with this. Furthermore, 53 per cent of Spanish-speaking

respondents strongly agree that a high level of English is essential for their future career prospects.

Diversity and inclusion

Workload, impact on mental health, diversity and harassment are some of the factors pushing young lawyers
to leave the profession. Of those who are somewhat or highly likely to leave their current roles in the next

five years:
* 36 per cent cited workload and poor work-life balance;
e 28 per cent cited impact on their mental health;
® 20 per cent indicated poor workplace culture;
* eight per cent indicated a lack of diversity and inclusion commitments; and
¢ five per cent indicated bullying and/or sexual harassment.

Over recent years, diversity has become an important factor for young lawyers when choosing their
workplace. When asked what factors were most attractive in a new role, 38 per cent of respondents
indicated factors relating to the ethics of employers. A significant proportion of respondents chose factors
such as: equal gender representation among partners or at an executive level (16 per cent); a commitment
to diversity and inclusion at all levels within the workplace (14 per cent); and the workplace addressing

corporate social responsibility (ten per cent) as reasons to move into a role.

The emphasis young lawyers place upon diversity and inclusion is reflective of their concerns about working
within the legal industry. When asked about their future in the law, 36 per cent of respondents said that
they were concerned about the failure of both workplaces and the profession to address toxic workplace
cultures; and 21 per cent said that they were concerned about the lack of progress made regarding diversity

and inclusion within the legal profession.

A significant minority of 15 per cent reported that discrimination impeded their career progression.
Discrimination in this survey was defined broadly, to include negative treatment on the basis of: gender,
ethnicity, social background and sexual orientation, and so on. However, as the survey did not record the
ethnicity, social background or the sexual orientation of respondents, it is not possible to determine the

type of discrimination which was faced by them.

The reported prevalence of discrimination varies across professions. Fourteen per cent of in-house lawyers
and 11 per cent of solicitors reported that their career progression has been affected by discrimination,
which is lower than the average response rate. On the other hand, professions in which respondents are
more likely to have experienced discrimination as a barrier to progression include legal academics (35 per

cent), paralegals (33 per cent) and barristers (22 per cent).

The table below shows the proportion of respondents who reported that discrimination had a negative
impact upon their career progression, using the responses from all the regional fora taken together as a

baseline. Discrimination is a particular issue in the Arab, Asia Pacific and North American regions. Even in
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regions where the rate of reported discrimination is generally higher, women are more likely to have their

careers affected by discrimination than men.

Figure 11: discrimination having a negative impact on career progression

21% 15.1% 26.4% 20.1% 9.8% 8.6%
All -
Men and Women Men
Women
18.4% 26.1% 21.6% 40% 14.5% 15.4%
@ All regions Arab region @ Asia Pacific region North American region

The IBA International Principles on Conduct for the Legal Profession should be noted at this point. Principle
number 2, on honesty, integrity and fairness, states that lawyers should neither discriminate against nor
harass anyone in the course of their professional dealings. This Principle also states that a lawyer should
‘approach recruitment and employment in a way that encourages equality of opportunity and respect for
diversity’,”” and that any complaint of discrimination should be dealt with ‘promptly, fairly, openly, and

effectively’.'®

In Their Own Words:

“ Work environment “dominated by men”, in which there is little room for leadership, ideas, interests
and conceptions of success different from the traditional ones.

Female, Solicitor, Mexico

15 International Bar Association, IBA International Principles on Conduct for the Legal Profession (International Bar Association, 2018), available
at www.ibanet.org/MediaHandler?id=e067863{-842-41d8-9f48-d81325f793c accessed 15 October 2021.
16 Ibid 16.
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3. Regional results

African region

Four-hundred-and-three responses were completed by young lawyers based in the African region, mostly
from: Kenya, Nigeria, Tanzania, South Africa and Zimbabwe. Thirty-nine per cent of respondents were
in the age bracket of 26-30, and 34 per cent were in the 31-35 age bracket. Almost half (49 per cent) of

respondents are advocates or solicitor-advocates.

Among the top responses to the question regarding factors which have a negative impact upon their career
progression: 39 per cent of respondents cited the lack of mentorship and/or career guidance and support
in the workplace; 35 per cent cited a lack of promotion opportunities; and 32 per cent cited not being able

to find the right work in the practice area of their choice.

Almost three out of five respondents from the African region cited salary as one of the five factors making
them consider leaving their current role. A lack of progression opportunities in their current workplace
and/or role was another significant reason cited by respondents from this region (49 per cent). Wanting to

live abroad or in another location was also a major factor, cited by 39 per cent of respondents.

It was difficult to find a pattern in the responses to the question regarding factors which concern young
lawyers in Africa about their future career in the law. A variety of responses, from career entry issues, to
work-life balance concerns, to large-scale constitutional issues can be drawn from the results. The top

responses included:
e threats to the independence of the legal profession and the judiciary (56 per cent);
¢ the lack of opportunities for growth (49 per cent);
¢ the difficulty in finding work (41 per cent);
® the oversaturation in the market because of an increase in law graduates (39 per cent); and
® poor work-life balance (39 per cent).

If they were to move to another workplace within the legal sector, 66 per cent of the young lawyers in this
part of the world cited salary as an attractive factor; 42 per cent cited the opportunity to travel or to work
abroad and 35 per cent cited having an employer who was able to sponsor them for courses relating to their

professional qualifications.

According to the survey, young lawyers in the African region were most excited by: the possibility to
continue learning and growing (14 per cent); by legal technology and innovation in the law (ten per cent)

and by helping those in need (nine per cent).

When asked to select the three areas most critical for young lawyers to stay relevant in the future, Al and
legal technology was cited by 45 per cent of respondents; followed by networking opportunities, which was

selected by 44 per cent; and having practice area-specific training, selected by 34 per cent of respondents.
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Arab region

There were only 71 responses from this region. Fourty-seven per cent of respondents were based in Iran, 23
per cent in Turkey, 11 per cent in Pakistan and 11 per cent in the United Arab Emirates (UAE). There were
also single digit responses from Azerbaijan, Jordan and Lebanon. Consequently, the survey results will not
be representative of the entire region. Of those who responded from this region, a significant proportion
were advocates/solicitor-advocates (41 per cent), followed by solicitors (16 per cent) and barristers (14 per

cent).

When asked about the factors having a negative impact upon their careers, 42 per cent of respondents cited
the lack of promotion opportunities, 38 per cent cited a lack of available mentors and/or career guidance

and support in the workplace, and 33 per cent cited a lack of continued legal education and/or training.

In response to the question regarding the factors making young lawyers consider leaving their current role,
salary was undoubtedly the primary factor (54 per cent). Another very significant factor was the desire to

work abroad or in another location (48 per cent). Other common factors cited by respondents were:
® an interest in moving to another legal profession, workplace or practice area (32 per cent);
e the impact upon their mental health (32 per cent);
® a poor workplace culture (30 per cent); and
* a lack of professional development in their current role (28 per cent).

Young lawyers’ concerns about their careers in this region are a mixture of worries about career
development, and large-scale structural and political issues. When asked about the factors that concern

them about their future career in the law, the responses were as follows:
¢ difficulty in finding work (57 per cent);
¢ alack of opportunities for growth (49 per cent);
¢ threats to the independence of the legal profession and the judiciary (48 per cent);
¢ the oversaturation of the market because of the increase in law graduates (42 per cent);
¢ the decrease in legal aid funding (31 per cent); and
® a poor work-life balance (31 per cent).

When asked about which factors were most attractive in considering a new job, the most alluring factor
was salary, selected by 72 per cent of respondents. Other attractive factors cited by respondents were: the
opportunity to travel or work abroad (47 per cent), having a high level of responsibility (34 per cent) and

the promotion of a healthy work-life balance in the workplace (31 per cent).

When asked about what excited them about their future career in the law, 16 per cent of respondents
reported that they were most excited about the possibility of excelling in their careers. Young lawyers in this
region also said that they were excited about the job itself (14 per cent) and about making a difference to

society (11 per cent).
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In terms of the skills and opportunities which are critical for young lawyers to stay relevant in the future,
legal professionals in this region reported a need for: networking opportunities (30 per cent), flexible

working arrangements (34 per cent) and Al and legal technology training (29 per cent).

Asia Pacific region

There were 966 responses from the Asia Pacific region, across Australia, China, India, Japan, Malaysia and
Singapore. Most respondents were either advocates/solicitor-advocates (36 per cent) or solicitors (35 per
cent). However, other professions, such as legal advisors (ten per cent) and barristers (nine per cent) are

also well represented in the responses from this region.

In our inquiry about the factors young lawyers perceived as a hindrance to their career progression, the

following issues were cited by the respondents:
e the difficulty in balancing commitments (40 per cent);
¢ the lack of available mentors (36 per cent);
¢ the lack of promotion opportunities (30 per cent);
¢ the limited availability of on-the-job assistance (32 per cent); and
¢ finding the right work in a practice area of their choice (28 per cent).

Interestingly, only 18 per cent of respondents in this region were displeased with the existence of

discrimination in the workplace.

With regards to the factors making young lawyers in the Asia Pacific region consider leaving their current
role, salary was once again the most cited factor, accounting for 49 per cent of the responses. Other factors

cited by respondents were:
¢ the lack of progression opportunities in their current role or workplace (38 per cent);
* a poor work-life balance (37 per cent);
* the desire to live abroad or in another location (36 per cent); and
® an interest in moving to another legal profession, workplace or practice area (32 per cent).

The main challenges for the future of the legal profession, which are concerning young lawyers in this

region are:
® a poor work-life balance (66 per cent);
¢ the failure of workplaces and the legal profession to address toxic workplace culture (45 per cent);
* a lack of opportunities for growth (41 per cent);
¢ the oversaturation of the market due to an increase in law graduates (33 per cent); and

e the difficulty of finding work (33 per cent).
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The responses given to the question regarding which factors attract young lawyers to new roles mirror those
given regarding which factors push young lawyers out of their current roles. According to the survey, the

factors which attract young lawyers to new roles are ranked as follows:
e salary (68 per cent);
® a workplace which promotes a healthy work-life balance (50 per cent);

e the variety and type of work undertaken, alongside the intellectual challenge that this entails (35 per

cent);
¢ the opportunity to travel or work abroad (34 per cent); and
¢ having flexible working schemes (28 per cent).

The main factors that seem to motivate and excite young lawyers in this region when thinking about
their future career tend to be centered around the intellectual challenge the profession involves and the
opportunities offered for further learning. Salary also appears to be a highly motivating factor. The factors

that motivated and excited respondents in this area are ranked as follows:
¢ the opportunity to continue learning and growing (15 per cent);
* having a challenge is important (12 per cent);
® being part of the law’s evolution (ten per cent); and
® having a good salary (nine per cent).

The desire for a better work-life balance is also reinforced by the top responses given to the question
regarding the skills and opportunities that are critical to stay relevant in the future. The responses given to

this question by young lawyers in this region are as follows:
¢ flexible working arrangements (53 per cent);
¢ Al and legal technology training (39 per cent);
e commercial acumen training and having increased and better networking opportunities (28 per cent);
® practice area-specific training (27 per cent cited);
* mentorship opportunities (26 per cent); and

* career guidance and support (22 per cent).

European region

We received 891 responses from the European region; most of the respondents fall within the age brackets
of 26 to 30 (44 per cent) and 31 to 35 (29 per cent). Most of the European respondents reported that their
primary profession was solicitor (48 per cent). The UK, Spain, Lithuania, Poland and Portugal were the

countries with the highest number of responses respectively.

30 IBA Young Lawyers’ Report  January 2022



When responding to the question regarding the factors that young lawyers feel are having a negative impact

upon their career progression, the issues identified ranked as follows:
e difficulty in balancing commitments (41 per cent);
® a lack of available mentors (35 per cent);
® a lack of career guidance and support within the workplace (35 per cent); and
* a lack of promotion opportunities (31 per cent).

The most commonly cited reasons for young lawyers considering leaving their current roles were workload
and a poor work-life balance. These reasons were chosen by 48 per cent of European respondents. Other
reasons indicated were: salary (44 per cent); a lack of progression opportunities (37 per cent); a negative

impact on their mental health and wellbeing (32 per cent); and a poor support system (also 32 per cent).

The following factors were cited by the young European lawyers in response to the question regarding their

concerns about their futures in the legal profession:
¢ poor work-life balance (70 per cent);
¢ the lack of opportunities for growth (38 per cent);
¢ the oversaturation of the market because of the increase in law graduates (35 per cent); and
* employers’ failure to address a toxic workplace culture (32 per cent).

In response to the question about which factors would be most attractive to them in moving to a new
workplace, the vast majority of the young lawyers in this region indicated salary (71 per cent). The next
two most-cited factors were workplaces promoting a healthy work-life balance (57 per cent) an