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In a sector where customers are 
‘at the heart’ of so many law firms’ 
mission statements, it’s interesting 
to see how this is being played 
out in action with the dawn of 
pricing transparency, increasing 
deregulation and a call for ‘more 
choice’ from the regulators.

While I’m not sure that a lack of 
legal models is the main barrier 
to customers accessing the legal 
system, a lack of clarity on cost, 
disparity on access to services, poor, 
irregular communication and poor 
service can be a clear vote-loser 
when it comes to picking a lawyer. 

If you look at TrustPilot, Facebook 
and other review-hosting 
websites, one of the main 
concerns for customers is a lack of 
communication and waiting times 
after an enquiry. I suspect that 
while	most	law	firms	are	on	social	
media and have the means to be 
contacted 24/7, a lack of processes, 
tools and resources to manage 
enquiries quickly, effectively and 
long after client care can often 
result in some of the weaker reviews. 
Thankfully it’s not all doom and 
gloom. There are a considerable 
number	of	firms	engaged	in,	testing,	
using	and	benefitting	from	some	of	
the most advanced technological 
solutions out there to support 

customers, clients, consumers 
– whatever you’d prefer to call 
them. In this issue you’ll hear from 
some of those leading the way 
and taking on the risk in innovating, 
implementing and embracing new 
(and	not	so	new)	tech	to	benefit	the	
end user – most often the customer. 

We have some exceptional features, 
interviews and opinion pieces, all 
focused	on	one	thing:		how	to	use	
legal tech to improve the quality 
of service for the customer / end 
user – thereby making the legal 
industry more accessible, more 
efficient	and	of	more	value	through	
increased access to justice and 
legal protection. 

As you’ll hear from Adam Cheal at 
Fletcher Longstaff, you don’t have 
to run a vast legal enterprise to 
make tech work for you. In fact, if 
you’ve got to this page, you’ll have 
already seen our conversation on 
page 32. 

My sincere thanks, as ever, to our 
outstanding editorial board and 
contributors (regular or new) for their 
take on tech and customer service. 
There are some fantastic pieces in 
this issue so make time to imbibe 
them until we see each other in the 
New Year.
To echo the sentiments of Sarah 

Boustouller, Head of Marketing & 
Partner at Stephensons Solicitors 
(page 52), don’t delay change, 
lead a culture of difference, put the 
customer at the heart of your plans 
and make your move. If you don’t, 
you’ll be sure to eat the dust of 
those winning your customers’ hearts 
and business…

Emma Waddingham
Co-Editor, Modern Law Magazine.

01765 600909  
emma@charltongrant.co.uk 
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Interview with…

Jason  
Connolly 
JMC Legal Recruitment 

MLM: What did you aim for when 
establishing JMC Legal Recruitment? 
Tell us a little about its approach, 
culture and people. 

JC: When I set up JMC Legal 
Recruitment, it was incredibly 
important for me to create an 
entirely different and refreshingly 
friendly agency that could offer law 
firms	a	truly	consultative	approach	
(using our outstanding market 
knowledge on the legal market), 
underpinned by a passion for the job. 

As a recruiter, you have to be 
passionate about the legal sector. 
Failure to understand the market 
not	only	irritates	law	firms,	it	has	an	
impact on the quality of candidates 
you place and the success of 
that placement. If people leave 
after	just	a	few	months,	firms	are	
frustrated even further. That’s why all 
our people are true experts in their 
field	and	act	as	consultants,	not	
just people placers. We have some 
fantastic interviews in this magazine 

Jason Connolly, Founder of JMC Legal Recruitment, is a highly experienced legal 
recruitment Consultant with a strong reputation in the market. His success is due to his fresh, 
down-to-earth and modern approach to managing his own team of experts as well as his 
passion for and commitment to helping some highly innovative and exciting legal brands 
across the UK. Modern Law spoke to Jason about the success of the agency which has 
taken the market by storm and is now the top ranking agency in the UK for legal, the legal 
market and his top tips for candidates and law firms alike.

with Sarah Beard and Sean 
Nicholson, two of our consultants, 
who share their secrets on growth 
planning and partnerships – 
highlighting just some of our specialist 
knowledge that’s helped us to 
become an industry leader. 

We are now in a position where 
around 60% of our work is in 
partnership placements, across all 
types of partnership models (equity 
or otherwise). We then work on a 
broad range of other roles, from 
senior associate level to working with 
those fresh out of higher education.

Recruitment is a very serious business 
– you’re having a direct impact on 
people’s lives every single day. That’s 
a huge responsibility and not one I 
take	lightly.	How	we	work	with	firms	
also has an impact on the success 
and growth plans of their business – 
something we recognise. This is why 
we ensure that we get under the skin 
of	each	and	every	firm	we	work	with	
and offer our consultants’ expertise 
to support their strategic plans.

MLM: What do you feel has been key 
to your success and your ability to 
attract exceptional candidates and 
place them well?

JC: In any business, the most valuable 
assets are the people – and it’s true 
of JMC, too. Whether dealing with 
candidates	or	firms,	our	consultants’	
passion for legal recruitment and 
excellent market knowledge always 
shines through.  From the beginning, 
I invested in state-of-the-art software 
for our consultants to ensure they 
are well supported and accessible 
to candidates and clients – helping 
to maintain morale. I used to get 
incredibly annoyed when, in my early 
days as a recruiter, I didn’t have the 
tools to do my job properly. 

I also respect our consultants’ sector 
knowledge – which really is ahead 
of the curve. There is no hierarchy 
amongst our experts – they’re all 
consultants and we work in a very 
collegiate system. We all support and 
mentor each other. I’m very proud of 
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that culture and the success we’ve 
had since establishing 24 months 
ago!

Our marketing works hard for us 
too. We have fabulous in-house 
support and are often asked to write 
for a number of legal publications 
(including Modern Law!) but have 
found that our greatest marketing 
success is our video content. Nearly 
all our advice, jobs and updates on 
the market are shared on the Media 
page on our website  and also across 
social media. These short videos are 
a brilliant way for candidates to hear 
the latest interview tips, how to create 
their career plan, how to draft or 
update their CV and useful tips from 
employers.

MLM: What makes you different to 
work with, for both candidates and 
clients?

JC: Aside from attracting the right 
people to work with us and giving 
them the freedom to build their own 
industry knowledge, our success, 
I think, is to take the time to get 
to know our clients properly. This 
means understanding their business 
plan and recruitment need and 
wishes, to putting candidates at 
ease, supporting them through the 
interview process and ensuring they 
have everything they need to create 
a successful placement. It’s not 
just about creating the immediate 
placement then moving on. We work 
closely and strategically with all our 

clients – it’s incredibly important, for 
many reasons, that we see long-
term success for each and every 
candidate.

MLM: How do you do this?

JC: We really take the time to get to 
know our candidates and prepare 
them for the client interviews – 
whether that’s in the form of an 
initial phone call or a face to face. 
Our clients are all keen to ensure 
candidates	are	the	right	fit	for	them	
personality-wise so we encourage 
firms	to	have	an	initial	coffee	meeting	
with candidates to get to know 
them in an informal way – to help 
overcome the common ‘rabbit in 
headlights’ scenario. This then paves 
the way for a more productive 
following	interview	when	the	firm	can	
speak to the candidate about their 
technical ability and the role now 
and tomorrow. 

As you would imagine, we’re very 
good at getting under the skin of 
the business – understanding their 
business plan and ambitions - and 
when we know that practice well 
and understand their culture, we’re 
exceptionally good at recognising 
people that would be perfect for 
them – even if they weren’t looking 
to advertise that role! If we think a 
person would help them to achieve 
their business aims and it works, then 
we can add great value – we’re 
much more than ‘job sellers’. It’s 
good fun too! 

MLM: Have you learnt anything from 
your clients to bring back into your 
business? 

JC: Yes but I think what I’ve always 
done is try to observe other 
businesses without mimicking 
them. I especially like to see how 
other businesses manage people. 
However, it works both ways and our 
clients often ask us about people 
management. Many legal business 
leaders like to look outside of law 
to ensure they’re running the best 
business they can. There is so much 
you can learn from other sectors 
and that’s something we encourage 
candidates to remember or draw 
upon in interviews.

We also see how successful a 
holistic approach to business and 
recruitment planning can be. So 
when	we	spot	firms	who	might	be	
having a growth crisis because of 
it’s approach to recruitment, we’ll 
often offer our advice and support 
–	helping	them	to	identify	a	pan-firm	
people wish list and shopping list that 
we can use effectively. 

MLM: The market is getting more 
competitive and we’ve been told that 
the Millennial market is savvy when 
it comes to their career. Is this true in 
terms of what you see as a recruiter? 

JC:	I	typically	find	the	younger	
generation is very ambitious and 
switched on but perhaps Millennials 
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have unrealistic expectations and 
expect more, too quickly, from their 
employers. We often hear the phrase 
‘I want progression in my job’ but 
when I ask them what that means, 
they often don’t know. ‘Progression’ 
has become a bit of a buzzword 
and it’s important to know what that 
means to you before the interview 
stage, before you meet with a 
recruitment agency. This all comes 
down to having a 5-10 year career 
plan (which I discuss on page 8). 
Senior lawyers tend to know exactly 
what they want and what they’re 
looking	for	in	terms	of	cultural	fit	as	
well as prospects, which I like. 

Another thing that worries me is the 
filter	some	younger	lawyers	tend	to	
put up in their communications with 
us – which doesn’t always bode 
well for interviews. Younger lawyers 
and graduates tend to hide behind 
their emails and phone screens, 
showcasing	confidence	here	that	
doesn’t quite translate into a real-life 
situation. My advice would be to 
remember that employers want to 
ensure	you’re	the	best	cultural	fit	for	
them in the long-term - so let us see 
the real you! 

MLM: It’s a recruitment agency 
minefield out there; what are your top 
tips for firms looking to work with a 
legal recruiter? 

JC: Just like we say to our candidates, 
you	have	to	be	the	right	fit.	Leaders	
in	law	firms	need	to	find	a	recruitment	
agency that really understands 
what’s going on the legal market, 
one that takes the time to get to 
know	the	firm	and	also	‘gets’	your	
business and your aims. You also 
have to trust your gut feeling.

There has to be a personality match. 
If you think a recruitment agency 

doesn’t gel with you but you work 
with them anyway because you feel 
pressurised to (it does happen) then 
think, ‘is this agency really going to 
gel with the kind of candidates we 
want?’ The recruiter has to gel with 
you or it just won’t work.

I would also do due diligence on the 
agency. Ask the recruiter to showcase 
some placement work achieved 
in the area in which you need 
recruitment help (shipping law, for 
example). Remember, if the agency 
doesn’t know what its doing or really 
understand your needs and wishes 
for that role, then it can be very 
damaging to your business.

A good recruiter should sell 
candidates in on the business 
potential to attract the interest of the 
best possible talent to support long-
term growth. Sometimes a role needs 
to evolve in line with business growth 
so it’s important for recruiters to help 
translate	the	firm’s	business	plan	
and vision to help secure a talented 
individual who might otherwise not 
apply. 

Finally, for candidates, please 
avoid uploading your CV to a job 
board. I know it’s tempting but it’s 
unproductive and a huge hassle 
as you’ll be jumped on by all sorts 
of irrelevant and unhelpful people. 
It’s much better and more effective 
to speak to a specialist recruitment 
agency. Give yourself the credit you 
deserve and invest in quality in your 
job search. This really does go back 
to having that 5-10 year career plan 
and	defining	what	it	is	you	want	from	
a career in law. For anyone starting 
out, have a look at my advice on the 
changing legal landscape and how 
to choose your area of law on pages 
10 and 12.

To contact Jason and the JMC Legal Recruitment team, 
please call 0203 865 2113. Alternatively you can email  
Jason via jason@jmc-legal.com

Don’t forget to visit the JMC Legal Recruitment website for 
the latest news, job opportunities, referral information, advice 
and	support:	jmc-legal.com

Launch 
your 
dream 
career 
today!

MLM: What’s next for JMC Legal 
Recruitment? 

JC:	We	are	now	ranked	on	the	first	
page of organic listings for Google 
which I’m incredibly proud of. In terms 
of business performance, we’re doing 
better than agencies three times 
our size but it’s not always about 
growth. For me, the future has to be 
about maintaining our high quality 
of service and ensuring our market 
knowledge is ahead of the curve to 
support both candidates and clients. 
It’s easy for businesses to grow but 
harder to maintain high quality. It’s 
also important that we maintain our 
own exceptional culture! We have 
created a truly lovely family culture 
throughout the company and have 
a fantastic time together, every 
day – I want to maintain that. I’m 
incredibly proud of our exceptional 
team members who have helped me 
to build the business and create an 
enviable recruitment agency to work 
in and with, allowing us to become 
an industry leader in such a short 
space of time. 

We are especially proud of our 
fantastic and supportive client 
base. We work with some innovative 
and	impressive	firms	across	
the UK established by inspiring 
people – some of whom have 
been kind enough to speak to us 
in this magazine (Adams Kaye, 
gunnercooke and Summit Law). Our 
greatest thanks for their ongoing 
support and referrals and I hope 
you enjoy and value this magazine, 
created for you by the people who 
really know about succeeding in the 
modern legal world.

Jason Connolly  
is the Managing Director of JMC 
Legal Recruitment.
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I’ve always felt that legal is an 
unforgiving industry; one wrong 
career move can be detrimental. 

We often see junior lawyers in 
‘workhorse’ roles - where work being 
dripped down to them from above 
while the fees are being accounted 
for in the partner’s billing. Often, such 
roles look fantastic on paper but in 
reality, leave practitioners feeling 
bereft. These lawyers are often the 
ones that have failed to create a 
5-10 year career plan and have 
found themselves drifting in roles they 
now realise aren’t for them.

It’s up to you to take control of 
your career and helping to shape 
your future, NOW. Employers aren’t 
responsible for that - you have to 
build your career. Sit down and think 
about where you want to be in the 

future – what kind of role you want, 
in what type of working environment 
- and then start mapping out how to 
get there. Every role you take should 
be a stepping-stone towards that 
end goal. This is the basis of your 5-10 
year career plan.

For example, if you’re an NQ 
and want to become a partner, 
managing a team in property, you 
need to think which kind of route will 
suit you to go down. If you go down 
the	city	firm	route	then	does	your	
face	fit,	are	you	prepared	to	work	
late, go for drinks after hours and 
network – will you put the leg work 
in?	The	City	firm	culture	is	often	quite	
faceless so if a partner is looking 
at two similar candidates for a 
promotion, how they tell you apart? 
Most	likely	work	ethic	and	‘best	fit’.	
Whereas	in	a	West	End	firm,	the	

distinction here would likely be billing 
figures	and	client	relationships.	

Think ahead
I always say to candidates, think 
where you’d like to be in 10 year’s 
time and then plan back from there 
so, if your ultimate aim is to be a 
partner heading up a team, sit down, 
write it down and plan backwards. 

Just like a regular car service, 
professionals need to MOT their 
career plan every six months. Ask 
yourself:	how	is	my	career	going?	
What do I need to do to stay on 
track? Where do I need to be and; is 
this career plan still relevant to me? 
Really give yourself the time to plan. 

I	find	that	the	candidates	who	plan	
ahead are those who end up with 

Can one wrong career move damage your future in law? How can you plan ahead to 
avoid your career ambitions sailing clear out of view? When should you start mapping out 
your ambitions? Jason Connolly, JMC Legal Recruitment has all the answers, and more.

It’s up to you to take control of your 
career and helping to shape your 
future, NOW.

The importance of the 

5-10 year career plan
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the right early placements in terms of 
their long term career aims. Of course 
you can overcome one wrong career 
move but it may add two more 
years onto your CV before you get to 
where you need to be. Lawyers are 
so risk averse that this situation may 
not be palatable for all. 

Candidates	that	find	themselves	
wanting to leave their current role 
sometimes face the dilemmas of 
‘shall I move now - even if I’ve not 
been working here for long?’ ‘Would 
that look bad or should I stick it out 
and then leave?’ ‘Would that look 
even worse?’ It’s a tough call but my 
advice	is:	if	it’s	not	working,	move	
straight away. You can then tell 
potential employers that you realised 
the role wasn’t working for you and 
you	fixed	it;	carefully	aligning	your	
next move to your long-term career 
plan which can only be reassuring for 
your next employer.

In my view, one of the biggest 
mistakes a candidates could make is 
to	prioritise	the	financial	rewards	of	a	
role (accepting one role over another 
on the basis of a higher salary being 
offered) over the role’s alignment 
with their long-term career plan. What 
needs to be a priority in the short term 
is a role that allows to you to achieve 
your ‘end game’ – whatever that 
may be. Realistically money is a driver 
(not only for lawyers) but it has to work 
for you tomorrow as well as today.

Be bold: ask the right 
questions.
How	do	you	know	if	the	firm	that’s	
interviewing you is the right one? 
Ask! It surprises me that candidates 
don’t always ask the right questions 
about the culture and vision and 
future	plans	for	the	firm	at	interview	
stage – even when encouraged to! 
This	could	be	a	confidence	thing	but	
asking questions about the business 
is such an important part of the 
candidate’s	fact-finding	process	-	I	
actively encourage it. Why wouldn’t 
you do your due diligence and take 
the	time	to	get	to	know	the	firm?	It’s	
your career, your future - own it! 

When should I start drafting 
my career plan?
As soon as you can, from LPC 
onwards. Consider what area of law 
you really enjoyed during the LPC 
and make a clear decision on the 
kind	of	area	and	firm	culture	you’re	
looking to develop in, today and in 
5-10 years to come. Don’t leave it 
until	you’re	a	Newly	Qualified	solicitor.	
A few NQ candidates come to us 
with a clear role in mind but if they 
haven’t had a lot of exposure to 
that area of law as a trainee then it’s 
increasingly hard for us to place them 
in	their	chosen	field.	

A	note	for	employers:	sadly	we	don’t	
see much loyalty from NQs to the 
firms	that	helped	them	gain	a	training	
contract. NQs are a lot slicker than 
they used to be about their careers 
and will quickly move if they have 
concerns about opportunities and 
plans at this early stage. 

I think I need to move, what 
do I do next?
Before speaking to a recruiter, you 
need an idea in your mind about 
where you want to go. Great 
recruiters will help present the options 
available to you but they can’t 

second-guess you and – as I said – 
you need to (and should want to) 
take control of your own career. 

Only then speak to a recruiter – they 
will know better than anyone what 
the market is like. They hear all the 
good and bad elements of different 
firms,	what	the	different	working	
environments, opportunities and 
rewards are and will match you to 
the right interview. If you work with a 
good recruiter, you’ll never have a 
badly positioned interview. 

The days of people having a job for 
life are long gone. You need to own 
your career, think about where you 
want to be and review your career 
plan every 6-12 months to ensure you 
get the role and lifestyle that’s right 
for you now and in the future.  

Managing Director of  
JMC Legal Recruitment.

Jason Connolly

I always say to 
candidates, think 
where you’d like to be 
in 10 year’s time and 
then plan back from 
there.

The importance of the 

5-10 year career plan
Why wouldn’t 
you do your due 
diligence and take 
the time to get to 
know the firm? It’s 
your career, your 
future - own it!
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Jason Connolly, JMC Legal Recruitment, explains how recruiters have witnessed the 
radically changing legal landscape – the positive impact this transformation has had on 

law firms’ attitude to employing alternatively qualified professionals as well 
as the staggering opportunities for those who don’t wish to 

run the traditional training contract gauntlet. 

they have worked hard to be where they are, have 
overcome various challenges and perhaps don’t 
have the same (sometimes too high) expectations 
as those coming in though the traditional university / 
law	firm	/	training	contract	route.	As	the	landscape	
has changed over he years, a career in law is much 
more accessible than it ever has been and people 
shouldn’t be put off – whatever their background. 

I’m all about progress. When they changed the 
qualification	route	for	CILEx,	it	opened	up	the	talent	
pool and made the market more competitive on 
price across many areas of law – this is especially 
good for consumers and it’s also great for the 
sustainability	of	law	firms.	Having	a	wide	professional	
talent pool is helping to make legal services more 
accessible to the masses, which is important. 

Routes to qualification: 

The changing 
landscape

The legal sector has changed dramatically 
since I’ve been in the industry. There was a 
misconception that all lawyers drove expensive 
cars and were paid very well – or that you had 
to go to Oxbridge to become a lawyer. It really 
isn’t the case now. This is evidenced by the vast 
number of highly paid CILEx (Chartered Institute 
of Legal Executives), Licensed Conveyancers and 
apprentices	now	working	in	firms	of	all	shapes	and	
sizes.	Many	law	firms	we	know	are	also	going	direct	
to sixth forms to talent spot and recruit people 
through apprenticeship programmes – there are 
now so many different options to go into many 
different roles.

It’s incredibly refreshing to see people from varied 
backgrounds	and	qualifications	coming	into	law.	
Perhaps they are my favorite candidates because 
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Experience is also key. Many 
alternatively	qualified	individuals	
have	qualified	on	the	job	–	putting	
their experience and hard work 
towards	their	certification.	For	those	
who can’t or didn’t go to university, 
this is crucial as it means you can 
‘learn and earn’ rather than start 
your career with a pile of debt. For 
those looking to qualify through the 
traditional route, I would remind you 
to plan ahead and be determined to 
get to where you want to be. Make 
that debt mean something!

Some paralegals that have gone 
through the CILEx route and then 
perhaps decided to qualify as a 
solicitor have often got ten more 
years of experience in legal services 
than a traditional NQ solicitor. 
However, one thing that really 
upsets	me	is	when	law	firms	look	
to pay the ‘NQ solicitor’ role more 
highly than those with alternative 
qualifications	who	may	actually	be	
highly experienced. That’s when we 
see such individuals jump ship and 
add	value	elsewhere.	Law	firms	are	
getting better at this but salaries 
are often still set on the PQE scale 
rather than experience and this can 
be soul destroying for hard-working 
candidates. Salaries should now be 
based on what someone can bill and 
contribute. 

Recruitment is being shaken up 
by the changing landscape of 
qualification	and	I	love	that.	Law	firms	
should	ask:	what	kind	of	talent	is	out	
there, how do we attract it and how 
can we reward professionals; rather 
than:	‘we	need	x	qualified	role	with	
x year’s experience and we’re not 
budging’. No two people are the 
same	and	if	the	route	to	qualification	
is changing then so should the ways 
in which people attract talent to the 
firm.		

The respect gap is closing between 
solicitors, CILEx and Liscenced 
Conveyancers, which is great. At 
recruitment, anything other than the 
solicitor route is about the employer 
believing in that person and giving 
them the platform to qualify. 

I feel the traditional trainee approach 
is actually quite old fashioned. To 
give someone six months on different 
seats…what value can they add 
as a trainee? Personally I struggle to 
see what value they would add to 
the business – even though you’re 
adding value to their career. It 
seems either the person suffers or the 
business suffers – in my mind anyway!

Lots	of	law	firms	are	moving	away	
from this model and we’re working 
with	firms	that	do	just	this:	employ	
junior lawyers as a paralegal for two 
years in an area of law and qualify 
through a different route. But it is 
changing, every day!

My top tips
You need to think about which route 
you would thrive in. Are you someone 
who would grow on the job and use 
your experience to count for your 
qualification	–	especially	if	you’ve	
already performed an administrative 
role	in	a	firm?

I would speak to your employer 
or	university	–	as	well	as	law	firms,	
to	understand	the	qualification	
landscape	post	qualification.	
Universities should encourage you to 
get internships and work experience, 
help to prepare you for the next step 
but there is more you can do for 
yourself to help you identify which 
route you’d like to progress upon 
graduation. You can qualify as a 
CILEx with a post graduate degree 
and for some, who have taken roles 
in-house for some experience, this is a 
brilliant alterative. 

I would take a step back and 
understand how you thrive best – 
be honest about your personality 
type (ask others!) and then choose 
and plan your route. Find out which 
employers support alternative route 
and help their staff to grow – ask the 
professional bodies for advice. See 
what works for you and follow that 
– from the traditional solicitor route 
to CILEx, Licensed Conveyancer or 
the Bar. For some, there’s not much 
difference in pay – especially in 

property and in the regions. It really 
does come down to billings. 

Going back to misconceptions, 
we do see junior lawyers express 
their concerns about alternative 
routes	to	qualification	but	we	don’t	
share those concerns, and neither 
do	many	of	the	firms	we	work	
with. In the vast majority of cases, 
those qualifying through CILEx, for 
example, have many more years 
of experience under their belt and 
value to add. There are of course 
important differences in the area 
of law you’re looking to work in too. 
There are more opportunities for 
and less of a stigma attached to 
alternatively	qualified	professionals	in	
consumer areas of law. 

Usually because alternatively 
qualified	individuals	have	a	lot	more	
life experience to offer. I love seeing 
these candidates as they often 
have more grit and determination 
to rise through the ranks, using their 
experience. 

Obviously it does come down to 
personal preference but we would 
highly recommend ding your 
research on all the ever-changing 
pathways and work out which one 
will get your where you need to 
be; supporting your personal and 
professional needs and ambitions.

Managing Director of  
JMC Legal Recruitment.

Jason Connolly

For those who can’t or 
didn’t go to university, 
this is crucial as it means 
you can ‘learn and 
earn’ rather than start 
your career with a pile 
of debt.

If you already work in a law firm, would you want to 
go down the traditional route with the upheaval and 
repetition – doing work you’ve already undertaken, 
perhaps for a considerable amount of time to date. It 
really does depend on your personality.
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Obviously, the reality of working in 
an area of law you love at university 
can be wildly different to studying 
it. It’s often a stark contrast but then 
that’s true for many industries. There 
are still a number of important and 
career-defining	reasons	why	you	
need to consider your specialist area 
now, rather than during your training 
contract. 

When studying law and choosing 
your electives, it’s good to know 
what	working	in	a	law	firm	is	really	
all about. There are a number of 
misconceptions here – what it’s 
really	like	to	work	for	a	firm	and	with	
clients across different practice 
sectors. The misconceptions aren’t 
helped by TV programmes such 
as Suits. In addition, you might 
be really analytical and be set to 
achieve great things in the practical 
application of law but a career 
in law also requires an element 
of business development and an 
understanding of targets and billing – 
adding more pressure to the role. 

So what do I do? 
What you need to do during your 
studies is to consider what really 
interests you. For example, do you 
like to help people and secure 
access to justice or is it that you are 
more of a commercial thinker? The 
reason why it’s important to give 
thought to which area you’d like to 
go into from university onwards is that 
it’s very competitive when you look 
to qualify for these roles - and there 
are less roles than people. 

We come across a number of 

How do you pick the right area of law for you – especially when you’re studying? Is it 
essential and can you wait to make a judgment call at university on picking an area that will 
define your career? Jason Connolly, Managing Director at JMC Legal Recruitment, explains.  

paralegals who have worked hard 
but still haven’t got the ‘holy grail’ 
of a training contract and are still 
waiting for that magic opportunity. 
If you make a competent decision 
on what interests you from an early 
stage then you can ensure your 
electives concentrate on that area, 
giving you more exposure to the 
skills and knowledge that will help 
to open a clear pathway after 
graduation.

Start early! Line up some work 
experience for the summer holidays 
(paid or unpaid) and look for 
internships in areas that suit you 
to help add value to your CV in a 
focused way. By doing this, your 
CV becomes more than a  ‘roles 
and responsibilities’ document, it 
becomes your sales document – one 
that really helps to promote you 
and your experience to date when 
applying for roles. 

By creating a few days’ work 
experience each holiday, you’ll gain 
evidence of your passion for this area 
and possibly even some experience 
in these roles. This evidence proves 
you’re more than just your grades 
and words; it really stands you out 
from the crowd. The attitude of 
someone who shows real passion for 
that area is infectious – I would buy 
into that as an employer. 

Let’s be realistic; you’re 
amassing thousands of pounds 
worth of student debt as a law 
undergraduate so you must have an 
idea as to why you’re studying law 
in	the	first	place	and	what	kind	of	

work you want to do later on. I would 
be surprised to meet a law student in 
this day and age who doesn’t know 
what area of law appeals to them.  

Real life v Suits
I appreciate it’s hard to understand 
what	working	in	a	law	firm	is	really	
like, which type of culture to choose 
and where to apply. 

I’d recommend trying to get some 
information on what the process 
looks like, what happens when 
you	finish	your	degree,	how	the	
application process works, how to 
get a training contract and what 
happens	next.	It’s	difficult	to	gauge	

Choosing the right 

area of law

Really go for it 
and put yourself 
in front of the 
right people; 
someone will 
buy into you.
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the process as there is so much 
information out there – with hundreds 
of websites offering varying advice. 
It	is	hard	to	find	a	central	resource	
to help you, in a language that you 
understand. 

The Law Society is a great starting 
point, along with great articles by 
The Guardian and The Times that 
can offer students career advice. 
Your university would also have a 
great pool of resources to help you 
research the ‘what next’ conundrum 
and	explore	your	given	field	of	law	
– In both practical application and 
working culture. 

Don’t	discount	talking	to	law	firms	
either! They can be very receptive 

to a considered approach (bear 
in mind that many partners are 
incredibly busy – so pitch your 
requests for information wisely). 

Go	and	speak	to	law	firms	in	your	
local areas for a little bit of advice. 
Most	law	firms	are	happy	to	help	
individuals that are very keen and 
willing. At the end of the day, it’s 
all about networking and if you’re 
networking from a very early stage, 
developing	a	Linkedin	profile	
(something employers expect to 
see) then any connections made 
will help you tenfold in your career. 
That old adage ‘it’s not what you 
know but who’ still rings true in the 
legal sector. It’s less about nepotism 
now but more about evidencing 
how keen and passionate you are to 
make the right move and build your 
career from an early stage. Don’t 
just aim to connect on social media 
with people you admire, ask them 
a simple question about a career in 
law, what they’ve learned and what 
the future looks like. 

What happens next? 
It’s	incredibly	easy	to	accept	the	first	
role that’s offered to you – especially 
if	it’s	in	a	firm	you	aspire	to	–	if	it’s	in	
an area of law that doesn’t inspire 
you with passion. 

It’s	better	to	not	take	the	first	job	
offered to you in an area you don’t 
want to be in. As a recruiter, our eyes 
are always drawn to what you did 
last. Also, once you take a job, you’re 
in working hours so it makes it hard to 
research and pursue a role you really 
want. Whereas, if you put that same 
level of energy (working eight hours a 
day,	five	days	a	week)	in	networking	
and developing opportunities in 
the area of law you want to be in, 

explaining that you’re not just taking 
any old job but waiting for the right 
role, then it will pay off. Really go for 
it and put yourself in front of the right 
people; someone will buy into you. 
If you accept second best and then 
want to move, a potential employer 
might question your zeal. 

I’m realistic that people do need to 
cover their costs after university but 
you may be wiser to take a job that’s 
totally different to legal to support 
your job search and then go head 
first	into	a	legal	role	you	really	want,	
today and tomorrow. 

Managing Director of  
JMC Legal Recruitment.

Jason Connolly

There are still a number 
of important and 
career-defining reasons 
why you need to 
consider your specialist 
area now, rather than 
during your training 
contract.

By creating a few days’ work experience each holiday, 
you’ll gain evidence of your passion for this area and 
possibly even some experience in these roles.
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When you’ve graduated from 
university, your CV is going to be 
very empty in terms of experience of 
working in the legal sector. Of course 
you might have had jobs in other 
industries but these only show you 
have work ethic; they’re not relevant. 
No matter what industry you’re in, we 
all need to evidence some kind of 
experience, understanding, passion 
and enthusiasm and nowhere is this 
truer than in law. 

What are internships?
Internships aren’t simply about 

getting exposure to the world of 
work or making contacts to get a job 
later on. They are essential to bring 
your CV to life as well as check your 
own aspirations to enter a particular 
type	of	firm	or	legal	service	area.	
Internship programmes are more 
commonly offered by the top 200 
law	firms	or	‘City	firms’	in	London	but	
they can also be found in smaller 
firms	or	in	the	regions.

If you’re in year two – or even the 
first	year	–	of	an	undergraduate	
degree	you’re	probably	thinking:	

‘there are so many people qualifying 
this year, how can I get my CV to 
stand out?’ Of course it’s important 
to have good grades from a great 
university – we all know that’s really 
important and it does stand out - but 
having evidence of an internship or 
significant	work	experience	on	your	
CV pays dividends later on. 

Why should I take an 
internship?
Hands on experience is vital to show 
future employers that you didn’t just 
study law but are passionate about 

The value of 

internships

So, you’ve thrown your mortarboard into the air on graduation day and you’re eyeing up a 
career in law? What sets you out from the crowd? Jason Connolly, JMC Legal Recruitment, 
explains how internships can bring your CV to life, what kind of firms offer them and when 
you need to apply for them.
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a career in it. Using your summer to 
build that exposure to the working 
world of law will help stand you out 
from the crowd.

Internships, we know, are incredibly 
difficult	to	get.	It’s	not	a	case	of	
sending off your CV and starting 
in	two	weeks’	time.	Law	firm	
internship schemes are often heavily 
application based and sometimes 
require an interview or even a test 
to determine which candidates are 
chosen from the many hundreds of 
applicants. 

You don’t always need an internship 
at	a	firm	you	want	to	end	up	in,	
it’s not about that – it’s about 
experience and exposure to different 
firms	and	the	way	they	work.	This	will	
ultimately help you to choose the 
right employer for you further down 
the line as well as add value to your 
CV. 

On the job experience gained 
during internships really does help the 
candidates we see. When we offer 
paralegal candidates for interview 
to employers, we often draw upon 
these internships to help individuals 
stand out and prove their passion 
and drive for working in this sector. 

How can they help me? 

We speak to candidates about their 
internships – we ask them what they 
did, what they enjoyed, what inspired 
them during their work experience. 
This information helps to bring a CV 
to	life	so	that	your	career	profile	isn’t	
just about your grades or roles and 
responsibility matching but ensuring 
you	are	the	best	fit	for	that	firm	
culturally. Information on what you 
learned and valued from your work 
experience helps employers check 
the vision of what you want out of 
law and the kind of junior lawyer 
they’re looking for are aligned. 

Ultimately, when you don’t have 
much else on your CV other than a 
job in Tescos, it’s hard to put yourself 

ahead of the game and to show 
potential employers how passionate 
you are for a career in law - on the 
job experience is priceless!

Would I be looked on more 
favourably for a role later on 
if I got an internship?
It’s not a done deal – the process 
for training contract appointments 
(that you’ll want further down the 
line) is so structured and enshrined in 
fairness that internships alone won’t 
help here. 

Internships add value. Celebrate it on 
your CV if you have one and bring 
out the key points of your experience 
there, just don’t be complacent. 
Don’t expect to walk into a role in 
that business later on. 

How can I use my internship 
to engage potential 
employers? 
Use the experience as a string to 
your bow and think about why 
you’ve	taken	it	in	the	first	place.	The	
firm	won’t	really	benefit	from	your	
time there in six weeks (although it 
does	help	them	to	fight	to	employ	
the brightest stars in the industry) so 
consider what you can learn from 
your time there. It could be to test 
working in a commercial / corporate 
law environment, to see what the 
culture is like and if you’d enjoy it. 
You might use the time to think about 
the area of law you want to go into 
as even commercial law has many 
specialist areas of law within it!

You won’t learn how to be a lawyer 
in six weeks but you will get a good 
feel	of	the	culture	of	the	firm	and	the	
business style by the time you’ve left, 
along with some contacts. 

When should I start looking 
for an internship?
Don’t wait until the Easter or even 
Christmas	holidays	to	find	a	summer	
internship – most will be appointed 
by then. 

Find	out	when	law	firms	start	to	
release their internship application 
information, what the deadlines 
are and what you need to supply in 
terms of the application. Importantly, 
consider why you want one and how 
it would help you in your career. 

Where can you find details of 
internships? 
Your university should have plenty of 
information and you can always talk 
to	firms	at	career	fairs.	Don’t	leave	
it too late. The top 200 advertise 
heavily online so start searching the 
web now to take note of application 
deadlines and details. 

I’d start looking as soon as you start 
your degree and speak to your 
lecturers along the way. If you know 
of	anyone	who	works	in	a	city	firm	or	
has undertaken an internship then 
ask them for their advice, top tips 
and things to prepare for – and good 
luck!

Don’t leave it too late. The top 200 advertise heavily 
online so start searching the web now to take note of 
application deadlines and details.

Ultimately, when you don’t have much else on your 
CV other than a job in Tescos, it’s hard to put yourself 
ahead of the game and to show potential employers 
how passionate you are for a career in law - on the job 
experience is priceless!

Managing Director of  
JMC Legal Recruitment.

Jason Connolly
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Preparing for an 

interview
You’ve been called to an interview – congratulations! So what 
next? The experts at JMC Legal Recruitment share their top 10 tips 
to help you make the most of the opportunity and bag that job!

On a daily basis we arrange interviews for dozens of candidates in the legal sector 
and,	over	the	years,	we	have	compiled	a	list	of	top	tips	for	interviewing	at	a	law	firm	–	
regardless of whether you’re a paralegal or a partner.

1Research the firm / organisation
It’s	essential	to	research	your	interviewer	and	the	firm.	Search	for	them	

online; look for news and information on the business, and it’s partners / 
heads of team. See if there’s any synergy between competitors and where 

they sit in the marketplace. We would encourage you to make a list of 
bullet points to take with you in the interview but don’t make more than one 

page	of	notes	so	that	you’re	not	flustering	on	the	day.

4 Prepare what you’re going to  
going to wear
Business suits / attire is normally the way to go but be aware this isn’t 
always	the	case	as	some	more	quirky	law	firms	(especially	boutiques)	
often have a more smarter, casual dress. If in doubt, ask the recruiter. 

3 Prepare questions to ask in the interview
Taking an interest and appearing enthusiastic is important. An interview can 

be a stressful experience and while it’s a great opportunity for both parties 
to get to know each other, questions about culture, the direction of the 

company and progression are always good questions to ask. Just be careful 
not to ask a question that’s already been covered in the interview, just 

because it’s on your pre-prepared question list. 

2 Re-read your CV & know your background
If you have a wealth of experience or are just starting out, re-read your CV and 
make sure you know your experience inside out. This may sound strange as of 
course you know your background but in an interview but you may feel like a 
rabbit in headlights. All too often, candidates forget to mention their experience 
in an interview. Don’t be like them! 
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If you’re looking for a new role, visit our website at jmc-legal.com or 
call us on 0203 865 2113.

We always provide interview advice based on our experience, strengths any potential weaknesses and we will work with 
you	to	ensure	you	have	all	the	tools	and	confidence	that	you	need	to	take	to	an	interview	to	feel	fully	prepared.

10  Show enthusiasm!
All	too	often,	our	client	firms	call	us	to	hear	what	candidates	thought	

about the interview and the role. You‘d be surprised to hear that some 
candidates are so keen to answer all the questions, they fail to show 

how enthusiastic they are for the role. If you want that job, at the end of 
the interview, tell them! Enthusiasm is infectious; the interviewer will be 

left with a positive end to the meeting. 

9 Arrive early
Do	not	arrive	more	than	10	minutes	early:	5-10	mins	
before the interview starts is perfect.

8 Turn negatives into positives
Everyone has a reason for looking for a new role. Very rarely do we 
ever have a candidate see us where everything is perfect in their 
current role, otherwise, why would they be looking for a new job? 
A common mistake can occur when an interviewer asks why a 
candidate is leaving their current role and the candidate goes off on 
a tangent, listing all the things they don’t like about their existing role. 
This runs the risk of the interviewer being left with only the negatives. 
Turn your negatives into positives. 

5 Listen
Listen	to	the	questions	asked.	Do	not	feel	that	you	have	to	fill	every	silence.	
Give yourself a couple of seconds to think, before answering immediately. 
The conversations tend to be led by the interviewer but not everyone is a 
natural interviewer. It’s a skill to ask the right questions to give candidates the 
opportunity to sell themselves. If you get a closed question then you could 
perhaps reply with an answer that provides more detail. For instance, if you 
were	asked:	‘how	much	do	you	bill	per	month?”	then	you	could	answer:	‘£10k,	
however, this is based on no support and doing all my administration, based on 
a charge out rate of…’. 

7 Read the job specification
Job	specifications	vary	massively	between	firms	and	
even within them. Some give real insight while others 
take the form of a roles and responsibilities list. If you 

have	a	good	quality	specification,	consider	it	the	firm’s	
wish list of their desired candidate for this role. Take the 
time	to	read	the	job	specification	prior	to	the	interview	

to give good examples based on the things the 
company is looking for. This will help tick all the boxes on 

the ‘wish list’ in the interviewers’ mind. 

6 Give thought to your answers
For example, if you are interviewing for a role and you know the position may come 
with a training contract, you do not want to talk about that training contract for the 
entire interview. Always consider the role you are actually being interviewed for, the 
paralegal role or whatever that may be. 
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It’s important to say that business growth doesn’t solely rely 
on recruitment but it does have a huge role in the success 
of	business	growth	plans	for	a	law	firm.	

I have an unusual background, having worked in the 
financial	industry	for	10	years	before	coming	into	legal	
recruitment. My former career working for lenders as a 
broker manager and helping businesses achieve growth 
from	a	financial	perspective,	gives	me	more	of	an	
understanding than most on the various factors that 
drive business growth. These range from the ability to 
secure funding, how to drive revenue and how to 
adopt innovative ways of balancing the books. 

Ultimately,	while	strong	finances	and	other	
factors are essential to business growth, 
however good you are at looking after the 
financial	aspects	of	the	business,	success	also	
relies hugely on the strength of its workforce. It 
is true to say that a business is only as strong as 
the people it employs. 

There are many strategies a business will 
enact to achieve it’s growth goals – from 
expanding into new services lines, exploring new 
territories, strengthening competitive advantage in new 
or existing markets or exploring untapped potential -but 
this really only happens when you employ the right people 
to help you implement those things. 

Some companies don’t put enough emphasis on 
employee engagement in their business plan to ensure 
their goals are consistently delivered throughout the 
organisation. If you fail to culturally align all employees – 
especially those delivering the strategy for growth – then 
you won’t see results. 

Securing the various drivers for growth in the legal industry 
is challenging but the magic really happens when firms 
add a clear and targeted recruitment strategy to their 
vision for business growth. Sarah Beard, JMC Legal 
Recruitment, explains why it’s so important to ensure you 
have the people as well as the plans.

 Driving 

business 
growth 

I know from experience the value of 
putting a recruitment strategy in place 
to ensure you have the right talent to 
get you there.
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Recruitment Consultant at  
JMC Legal Recruitment.

Sarah Beard 

Ultimately, while strong finances and other factors 
are essential to business growth, however good 
you are at looking after the financial aspects of the 
business, success also relies hugely on the strength of 
its workforce.

Sarah recruits Associates and Senior level lawyers 
exclusively within the City and West End of London. 

Sarah handles recruitment across all sectors, but has a 
particular niche of working in the Banking and Finance 
sector, where she has a number of exciting private 
practice and in-house roles at any one time. Sarah’s 
wealth of experience in the sector makes her very well 
placed for advising candidates on their careers.

You can contact her via email at sarah@jmc-legal.com 
or calling 0203 865 2113.

To ensure all the elements of a 
business growth plan click into place, 
you need talented, engaged people 
who are all working towards the 
same goals, with the same cultural 
mindset. How do you achieve this? A 
key element is to create a clear and 
targeted recruitment strategy.

Relevant recruitment strategies 
help to boost morale and overall 
happiness in an organisation as you 
continue to employ like-minded 
people	who	work	confidently	
together. 

When a recruitment strategy is 
adopted and delivered, it can also 
help secure staff retention - helping 
to	strengthen	the	firm	in	the	long	
term. We all know how detrimental 
high staff turnover can be on a 
business. It devalues your business 
and your brand in a number of ways. 
From a legal recruiter point of view, 
we understand that growing your 
business is incredibly multi-faceted 
but your people should be a central 
part of any strategy. 

As recruitment consultants, we act 
as an extension of our clients’ team. 
We prioritise getting to know their 
business; getting under the skin of 
what they’re looking to achieve and 
how they want to grow. This helps us 
to place candidates who are right for 
that business now and in the future, 

rather	than	simply	fill	a	role	or	tick	all	
the skills and experience boxes. 

It’s essential for us that candidates 
have	the	right	values	and	cultural	fit	
as well as the skills and legal talent 
that will help our client’s achieve 
their goals. It’s also far easier to place 
candidates when we understand 
the full growth and development 
goals of the business, as opposed 
to	the	job	specification	alone.	That	
ensures our placements are a good 
cultural	fit.	This	is	exactly	our	aim;	
we want candidates to stay in their 
new placement for the long term. 
This	kind	of	approach	saves	firms	an	
incredible amount of time and money 
in training, recruitment fees and lost 
working hours thanks to an engaged 
and energised workforce.

Recruiters are held out as the experts 
in	their	field	and	add	exceptional	
value when we use our wide network 
to	help	firms	find	exceptional	
candidates they may otherwise have 
never found.

I	fully	appreciate	that	firms	often	
don’t have the time to share their 
business growth strategy or cultural 
information with the many recruiters 
out there but ultimately, it helps when 
firms	take	the	time	to	explain	the	
goals	and	objectives	of	the	firm:	what	
they’re looking to do; why the role 
has opened up and what the team 

and	culture	of	the	firm	are	like.	We	
definitely	find	that	we	have	a	much	
better success rate in terms of long-
term placements when we look to 
understand all of those factors. 

One of the exciting things I get to 
do, working with extremely large 
law	firms,	is	to	spot	an	opportunity	to	
support business growth by placing 
an exceptionally experienced 
professional. We’ve placed 
outstanding senior professionals in 
some of the highest-ranking law 
firms	in	the	world	–	long	before	a	role	
officially	opens	up.	We’ve	made	the	
suggestion – despite the lack of a role 
-	because	we	understand	the	firm’s	
business growth plans, what they 
need and the kind of people who 
can help. I love those opportunities 
because it proves we know their 
business inside and out and that they 
trust us to bring in the right people. 

Driving business growth covers a lot of 
different factors, from the bottom line 
to IT, but a better workforce results in 
better business performance. I know 
from experience the value of putting 
a recruitment strategy in place to 
ensure you have the right talent to 
get you there, to identify what skills 
are missing, to ensure everyone is 
engaged and working to the same 
brand and cultural values. 

A recruitment strategy (that’s 
reviewed often) also enables 
you to derive great value in using 
recruitment	experts	to	find	the	right	
employees with the skills, talent, vision 
and values to drive your business 
forwards – people who can very 
often drive value overnight!
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People 
first 
Modern Law spoke to Stuart Kaye, 
Director and Co-Founder of Adams Kaye, 
property law specialists, to discuss how 
the founders’ vision and commitment to 
supporting people has led to the meteoric 
success of the firm since it launched just 
six months ago. 

Stuart Kaye and Barney, 
the	office	Spaniel

MLM: Tell us a little about yourself and why you co-
founded Adams Kaye.

SK: I’m a former Partner from a 
medium	sized	law	firm,	having	
worked in that role for 
over nine years, having 
created their residential 
property department. I set 
up Adams Kaye around 
six months ago with my 
Co-Director Paul Adams. 
We wanted to create 
something a little different 
using our respective legal 
backgrounds – a hybrid of 
the best of what’s out 
there. We’ve had a 
rapid expansion of 
staff and now we’re 
up to 10 people, 
in just a few short 
months.

Our initial fear 
was:	‘how	are	
we going to 
source our 
staff’ - 
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I believe that I have a 
duty to give back and 
see that as an important 
part of what I do for our 
people.

You don’t get the best out of people if you belittle, shout 
and swear at them. A lot of lawyers aren’t trained how 
to be people managers – people skills are a fine art, you 
either have them or you don’t.

because we’ve had such an 
explosion of work. Our options 
were,	do	we	simply	fill	the	gaps	
quickly – at the risk of employing the 
wrong	people	-	or	do	we	find	the	
right calibre of staff and then how? 
Obviously, the latter is the best option 
and through Jason and JMC Legal 
Recruitment, we’ve been incredibly 
lucky and found some absolute 
superstars. 

However, we were worried when 
we started to interview people as to 
why they’d want to join, in effect, 
just two men in a room! Candidates 
who understood us replied that they 
were sold on our vision, desirous of 
being part of something new and 
creative. That’s incredibly charming 
and rewarding!

The set-up stage has been a very 
creative process; it’s been the most 
enormous fun to do this. I’m a very 
creative person (with a background 
in the theatre) and have used that 
experience to create something 
rather theatrical in itself. I often tell 
our team, where they may lack 
some	confidence,	to	put	on	a	
performance at work, as if they were 
on a stage and to simply play the 
part, and it works! 

MLM: How did you bring the work in, 
in such a short space of time? 

SK: Paul and I have been in the 
industry a long time and built up a 
lot of supporters and contacts, who 

have been enormously supportive 
and encouraging. Our personal 
brands have paid dividends here 
but we couldn’t service all the work 
without our brilliant team.

MLM: What type of recruitment culture 
do you champion in the firm and what 
is it about recruiting and nurturing 
people that you enjoy so much?

SK: I was the architect in my former 
firm	for	bringing	in	paralegals,	with	
a view to them being awarded 
training contracts - as a prize, not 
an entitlement. I also helped them 
on their journey towards becoming 
the next partner. I took a long-term, 
holistic view with every paralegal to 
help them to realise their potential, 
whatever that may be. I always think 
‘what can I do to help them’, yet 
recognise that not everyone has the 
aspiration	to	hold	high	office.	I	was	
that person once and never thought 
I would be in the bosses’ chair (to be 
an owner still seems unreal at times 
and I have to pinch myself!). I believe 
that I have a duty to give back and 
see that as an important part of what 
I do for our people. 

My	motivation	to	found	the	firm	was	
to create something special and 
get the right people around me to 
do that. I’ve always enjoyed the 
recruitment side – from receiving 
the CV to interviewing and 
placing people - and it’s a massive 
responsibility. You’re potentially 
changing someone’s life. It’s 
emotionally draining too.

Our interviews are more about the 
person than the law as we need to 
be	sure	their	personality	fits.	You	can	
teach anyone the law but you can’t 
teach a person a personality. You 

have to work with that person and 
get on with them. This is incredibly 
important	for	us	and	a	significant	
part of our recruitment investment 
process. 

MLM: What have you learned from 
others to help you manage people? 
How is this useful in your own day-to-
day management style?

SK: I’ve learned a lot from former 
partners	and	bosses,	at	various	firms	
over the years. I am very lucky to 
have worked for some wonderful 
bosses. But the most important 
boss of all was the most unpleasant 
one. When there are days that are 
particularly stressful (which happens 
to us all), I immediately think back to 
how he behaved towards me and I 
say	to	myself:	“Stuart	–	don’t	be	like	
him”,	and	it	helps	(and	works).		

Of course work is stressful and I have 
a lot to manage and deal with but 
you have to put all that aside when 
it comes to your people. You don’t 
get the best out of people if you 
belittle, shout and swear at them. 
A lot of lawyers aren’t trained how 
to be people managers – people 
skills	are	a	fine	art,	you	either	have	
them or you don’t. Those who end 
up being managers often have poor 
soft skills and wonder why they have 
a high turnover of staff. You need to 
consider why that is! Hold a mirror up 
to yourself… I personally adopt the 
more American approach, one that 
says you have to love yourself and 
then you can love others, and then 
people will work better with you. The 
care and attention we give ourselves 
as colleagues should be no less than 
the care and attention we give our 
clients. 
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Director and Co-Founder  
at Adams Kaye.

Stuart Kaye 

I often tell our team, where they may lack some 
confidence, to put on a performance at work, as if 
they were on a stage and to simply play the part, 
and it works!

Our interviews are more about the person than the law 
as we need to be sure their personality fits. You can 
teach anyone the law but you can’t teach a person a 
personality.

MLM: Do you like to give everyone in 
the firm opportunities to get to know 
your introducers and clients? 

SK: Absolutely! As we’re a fairly 
new	firm,	we	intend	to	create	
opportunities in the coming months 
ahead to send people out and 
about. However, we do invite lots of 
introducers	into	the	office	to	meet	
our team over pizza and wine, to 
get to know each other better and 
become friends. We take a high 
quality approach to working with our 
introducers – now part of the service 
expected from Adams Kaye. 

We are in a very competitive 
age and there appears to be a 
philosophy in conveyancing, with 
price transparency, of a race to 
the bottom. This fear is ridiculous as 
it should instead be a race to the 
top. Firms should consider what they 
have to offer, not just what price 
they’re offering it for. We’re not the 
cheapest, in fact I’d say we’re much 
higher	than	the	mid	priced	firms	but	
I know that’s the value I put on my 
service. It has been my experience 
that clients are willing to pay that, as 
they receive a premium service for 
it. That‘s why employing people with 
the right personality, temperament 
and work ethic is so vital for our clients 
and introducers. 

MLM: Do you see more people 
doing what you have done, to use 
their personal brand to set up as a 
specialist firm? 

SK: I sincerely hope so! There are 
many	complacent	firms	out	there	
and leaders with differing motivations 

for being in law, often for money 
or to do it their way - or both! There 
are some brilliant people being held 
back	by	complacent	firms	that	I	think	
can do it now – the UK has a great 
environment to set up and support 
new	law	firms.

MLM: What next for the firm? What 
challenges lie ahead?

SK: Our greatest challenge, as we 
get bigger, is to manage our people 
and ensure we give everyone the 
same time and care as those who 
have	started	the	firm	with	us.	There	is	a	
danger of being a ‘clique’ when you 
introduce the next phase of people 
into an established group so we will 
need to be careful here. 

We hope to double in size each year 
and in the latter part of 2020 we’re 
looking	to	have	international	offices	
too. We have so many contacts in 
Dubai and New York that it makes 
sense for us to look there and develop 
those	links.	An	international	flavor	
is something we wish to create. Of 
course, that’s very attractive for new 
talent	and	all	part	of	the	fun	to	find	
people to help us grow!

Some of the challenges are often 
out of our control, such as getting on 
lender	panels	as	you	have	to	fulfill	the	
right criteria for that. We’ve had an 
emotional roller coaster with panels 
but I am delighted to report that, 
thanks to a lot of hard work by all, 
we are now on many lender panels 
– within just six months! This is one of 
our greatest achievements to date 
and something I am exceptionally 
proud of.

MLM: What tips and advice would 
you give to those looking to go it 
alone?

AK: There’s no way we could 
have predicted that we’d be in 
the position we’re in today, within 
the	first	six	months	of	trading.	We	
recently looked at our original 
business plan and observed that 
we exceeded our growth estimate 
by 150% - it’s extraordinary. I think 
the reason why the growth was so 
large was partly due to the fact 
that, like most lawyers, we went for 
an ultra-conservative approach to 
our growth plans. My advice would 
be:	set	realistic	goals	rather	than	
aspirational ones, think about what 
you need to survive and build on 
that.  

Get a fantastic recruiter too. 
Jason and his team at JMC Legal 
Recruitment have been wonderful in 
terms of their knowledge, contacts, 
support and indeed friendship. The 
calibre of people they have put 
before us has been excellent – they 
have really taken the time to get to 
know	the	firm	and	us	as	directors.	It’s	
how I like to work and we’re glad to 
have them on board. I am sure they 
will share the same degree of pride 
at what we have created, as I do. 
I am so grateful for their help and 
professionalism. 
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What are they? Do you want one? How do 
you get there? Sean Nicholson, JMC Legal 
Recruitment, offers some top tips and essential 
advice for newly qualified solicitors and beyond 
who aspire to a place at the top table.  

Focus on 

Partnerships 
First of all, making it to Partner is not for everyone, the legal 
world is changing. Partnership was what every fee earner used 
to aim for but some are now happy to take a role where they 
can fee earn for many years and not have to rise the ranks.  

What is a Partnership? 
Partnerships	vary	from	firm	to	firm,	from	LLPs	to	Alternative	
Business Structures (ABSs), from salaried partners to equity. There 
are so many different types of partner models but traditionally 
the	career	path	is	to	flow	from	Trainee	to	Newly	Qualified	
Solicitor, Associate Solicitor to Senior Solicitor to Partner - and 
when you become a Partner, you generally start off as a 
salaried Partner before moving through the equity tiers.

Firms also have different equity models and packages from tier 
one to tier three. Tier one is typically a step up from a salaried 
Partner position - towards a Senior Partner role. You’ll see a 
salaried	Partner	position	in	some	firms	as	more	of	a	Junior	
Partner role and then Partners in tiered equity positions being 
referred to as ‘Senior Partners’. 

Once you’re at the top band of equity, you’ll be one of the 
few	most	senior	members	of	the	firm.	In	this	day	and	age,	to	
get	to	a	Partner	position	you	need	to:

•		Surround	yourself	with	the	right	people	/	mentors 
•		Ensure	you	fit	the	mould	of	the	firm 
•		Add	value.	Depending	on	the	size	and	structure	of	the	
firm	and	how	it’s	ranked,	your	value	is	usually	measured	
in the form of your leadership and how good you are at 
marketing	the	firm	and	building	new	business.	

Do you want a Partnership? 
If you do, you need to decide fairly early on. People 
rarely fall into partnership roles. Generally they will 
have a 10-year plus career plan and work their career 
pathways back from the Partner role. It takes more 
time now than ever before to become a Partner. For 
example, in an average West End or Regional Firm, it 
can take 10 – 12 years or longer to get there. 

How do I get there?
That’s completely down to you! (Sorry.) When 
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Recruitment Consultant and Team 
Leader at JMC Legal Recruitment. 

Sean Nicholson

Lawyers aren’t always natural sales people and they do gain 
experience as they become more senior so the better you are at 
selling yourself and marketing your skillset, the more likely you are 
to progress up the ranks in a shorter space of time. 

About Sean

Sean deals with the West End and City of London 
markets. He also works with High Street, Regional 
heavyweight	and	Legal	500	firms	and	assists	Associates	
right up to Partner level candidates. 

Sean has a wealth of expertise of placing candidates 
into well-suited roles. Sean’s assertive and friendly 
personality makes him a pleasure to deal with. He 
has a business mindset and background that helps 
when advising clients on business growth as well as 
candidates on where they are best placed, depending 
on their ambitions.  He has a growing client base, often 
with a number of exclusive roles at any one time.

To contact Sean, please email him at  
sean@jmc-legal.com or call 0203 865 2113

someone	qualifies	they’re	not	always	
100% sure where they want to go and 
if	they	want	to	be	in	the	same	firm	
but once you get to 3-5 years PQE 
then you really should know where 
you’re going and start to position 
yourself around people that will 
advise and support your career plan 
towards a Partnership.

Surround yourself with mentors and 
the right people – and ensure you’re 
working	for	a	firm	that	will	invest	in	
you. If you do want a Partnership 
then you’ll have to work towards a 
career	plan	that	helps	you	find	the	
right partnership role. 

We have seen a number of 
candidates that have gained early 
partnership – perhaps when they 
weren’t quite ready or skilled for due 
to unusual circumstances – suddenly 
realising	the	firm	they’re	with	isn’t	the	
right	firm	for	senior	partnership.	If	they	
move, they may have to take a step 
down, which isn’t always desirable. 

You really need to know the market 
and that’s where our role as 
recruitment advisors adds value. 

Where	professionals	find	support	
lacking at a junior Partner level, we 

often see these individuals leave 
their	firms	and	launch	their	own	legal	
enterprise. We know and work with 
firms	like	that	–	where	they	have	
changed the structure and even 
become ABSs to create a clear 
pathway to partnership. If you go to 
a	firm	that’s	top	heavy,	with	highly	
competitive partnership applications, 
then it’s clear you might not get to 
where you want to be and you may 
need to consider leaving early and 
move	to	a	firm	that	will	get	you	there.	

Of course, once you get to Partner 
level, you do have opportunity 
to move laterally to a different 
style	of	firm	–	if	you	have	the	right	
experience. It’s not surprising to see 
Partners	in	large	commercial	firms	
move	to	a	boutique	law	firm,	to	gain	
a work / life balance or the ability to 
work with clients in a different way. 

Are law firms changing their 
approach to partnership?
It’s not just about lawyers! I’ve placed 
a number of ‘non lawyer’ partners 
– who might have a role in business 
management,	finance	or	operations.	
If someone has a strong operations 
background, adding a similar value 
to that of a partner, and the business 
model caters for it, then why not? 

Traditional partnerships comprised of 
lawyers often create a tension and 
we	do	see	law	firms	with	‘non	lawyer’	
partners being able to diffuse these 
tensions	and	help	the	firm	to	grow.	
For example, we recently placed an 
accountancy trained individual at 
partner level and that individual has 
definitely	helped	the	firm	acquire	a	
number	of	law	firms	over	the	past	
few months. There are skills and 
talents and an approach by business 
professionals from outside of legal 
that really add to the mix. So don’t 
expect a partner meeting to be  
filled	with	lawyers	if	you’re	in	a	
progressive	firm!	

Some	law	firms	are	also	making	real	
moves to engage talented and 
driven individuals earlier than the 
traditional partnership model may 
have allowed for. Our advice for 
employers is to look at the business 
as a whole and, if there is a gap 
in leadership then why not move 
someone talented into that partner 
role and mentor them through the 
process, so that they’re on track to 
help	you	lead	the	firm	in	the	future.	
If someone has value to add then 
law	firms	could	move	beyond	the	
hierarchical role and spot talent early. 
We’ve	seen	a	number	of	city	law	firms	
adopt this approach and their (often 
a lot younger) new partners are 
flourishing	for	and	with	their	firms.

.
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Modern Law spoke to Jeremy Boyle, Senior and Founding Partner of Summit Law LLP a 
commercial solicitor boutique firm in London about what to bear in mind when setting up a 
law firm and why he decided to be his own boss.

Be your  
own boss

We trust that Jason and his team have taken on board 
our wants and wishes and send appropriate candidates. 
As one of Jason’s team once said to me, their job is ‘to be 
there for us and to add value’

MLM: What triggered you to set up on 
your own? 

JB: My parents were entrepreneurs so 
I had a vision of being self-employed 
and initially thought the Bar would 
be the solution for me. I passed the 
aptitude test (which was the relevant 
process at the time) to convert from 
being a solicitor to a barrister and 
was lucky enough to be offered a 
pupillage in London. I even went 
as far as removing my name from 
the Solicitors Roll; I was that close to 
becoming a Barrister! However, I was 
then offered an opportunity to run a 
litigation	department	in	a	firm	where	
the Senior Partner encouraged me 
to put my bar training on hold – and 
in retrospect I’m glad I did! You’re a 
one-man band at the Bar whereas in 
a	firm	you	have	the	ability	to	support	
each other as a team and ensure a 
recurring income stream. I then set up 
Summit Law LLP in 2008.

MLM: What kind of working culture 
and environment did you want for 
Summit Law? 

JB: I had a burning desire to be 
self-employed and work in an 
environment that I would have been 
happy working in so I set about 
creating	a	modern	law	firm	that	
wasn’t hung up on things like having 
to wear a tie every day. I saw this 
coming a long while ago.  While 
some	firms	have	‘Dress	down	Fridays’,	
we have a dress down every day, 
unless you’re in court. We have a 
work at home policy for fee earners 
and all we ask is that they add a 
home working appointment into 
their calendars, which has worked 
really well. We believe in empowering 
the team and to treat them fairly in 
recognition of that fact that they 

do a demanding job and should 
therefore be treated with trust and 
respect. That good will creates 
reciprocation and a positive synergy.

We have very modern IT systems 
to ensure things are better for 
our team – from installing a new 
document management system 
to being paper-lite, investing in 
contemporaneous	office	furniture	
so as to create a pleasant working 
environment for all of the team and 
meeting the working expectations of 
the next generation. 

MLM: How do you ensure you support 
your staff? 

JB:	This	is	definitely	something	I’m	
proud of being able to lead. We 
have a brilliant peer-to-peer system 
and are able to assure new recruits 
that we mean it when we say we 
support people. 

For example, a new recruit recently 
told us, shortly after the interview, 
that they were nervous about being 
inundated	with	files	-	but	it’s	simply	
not in our interest to do this.  If we 
were	overbearing	with	files	then	
someone would make a mistake – at 
my expense – and everyone would 
feel	deflated.	It’s	part	of	our	Lexcel	
Management Standard and now 
embedded in our culture to ensure 
that our fee earners are comfortable 
with their workload. We carry out 
weekly reviews with fee earners to 

ensure they have an opportunity 
to discuss any issues or challenges. 
Personally, I am delighted the new 
recruit	had	the	confidence	to	ask	us	
this before accepting our offer - and 
of course that we have the right 
systems in place to support them.

We also have an open-door 
policy and weekly sessions where 
fee earners can come in - like an 
open surgery as it were - to discuss 
ongoing cases and any share any 
queries they have with a partner 
or other colleague. Our Lexcel 
assessor praised us for having a ‘very 
collegiate system’ as we discuss 
cases and bounce ideas off each 
other on a daily basis. Our team 
members aren’t isolated and can 
discuss their problems with each other 
– whatever their level of experience. 

MLM: How do you ensure your firm is 
relevant to the next generation?

JB: Our culture. The beauty of being 
a	niche	boutique	firm	is	that	we	
don’t expect team members to work 
as they would in the magic circle 
- where they have to do ridiculous 
hours and give up their holidays. We 
know, because candidates and 
our own junior lawyers tell us, that 
most Millennials value their work / 
life balance and choose a role that 
supports the latter. For the majority 
of Millennials, partnership is no longer 
the	Holy	Grail	it	once	was.	That’s	fine,	
as you can’t have 11 goalkeepers in 
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I can’t over-emphasise 
how important 
transparency is to ensure 
your team is on board.

It’s not for everyone; it’s a lot of hard work and, like most 
businesses, things won’t always run smoothly. You will be 
hit with the unexpected and you could lose everything!”

a football team! There is a position for 
everyone across the board and we’re 
very aware that not everyone wants 
to be a partner and assume risk.

MLM: So what’s next for the firm?

JB:	We	have	now	completed	our	first	
10 years in business so we’re now in 
phase two. For this phase we’ll look 
at expanding our marketing - digital 
marketing in particular – but we’re 
definitely	focusing	on	making	things	
even better for our team, which I see 
as part of a family. 

We’ve just introduced a transparent 
new bonus policy. We speak to a lot 
of candidates who don’t understand 
their employer’s bonus policy – our 
bonus policy has been published 
and is totally transparent so everyone 
understands how their bonus system 
works. I can’t over-emphasise how 
important transparency is to ensure 
your team is on board. Another thing 
we’re soon to launch is a guide 
to help those looking to become 
partner, so that all fee earners will 
have a clear roadmap of what they 
need to do to become a partner at 
Summit Law LLP. 

MLM: How has your approach to 
recruitment changed? 

JB:. On the whole we have been very 
lucky	but	are	now	more	scientific	in	
our approach – although that’s not 
the be all and end all.  

We send JMC Legal Recruitment a 
clear	profile,	explaining	exactly	what	
we want as a recruitment agency 
can’t be expected to know what 
we need in our specialist areas. A 
good client for a recruitment agency 
will spend time documenting the 
detail for the agency. Trust is also very 
important. We trust that Jason and his 
team have taken on board our wants 
and wishes and send appropriate 
candidates. As one of Jason’s team 
once said to me, their job is ‘to be 
there for us and to add value’.

MLM: What advice would you give 
those looking to set up their own 
firm?

JB: Plan it very carefully; don’t just 
jump in! Talk to other professionals 
- accountants for example - and 
those who know you well and will be 
honest with their advice. 

It’s not for everyone; it’s a lot of hard 
work and, like most businesses, things 
won’t always run smoothly. You will 
be hit with the unexpected and you 
could lose everything! Read as many 
management books as you can – 
they’ve helped me greatly. If what I 
say has not put you off then, if it’s still 
for you, go for it!
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Modern Law spoke to Sarah Goulbourne, Partner at gunnercooke, about the inspirational 
difference the law firm is making to the commercial and corporate law marketplace – 
ensuring the current and next generation of lawyer can have it all, if they really want it. 

Gunning for 
change
MLM: Tell us a little about yourself 
Sarah, and why you established 
gunnercooke.

SG: My background was as a client 
- as General Counsel - so I bought 
legal services for many years. I came 
together with Darryl Cooke in 2010 
to	create	a	different	type	of	law	firm.	
We felt the pressure in the traditional 
law	firm	partnership	structure	just	isn’t	
sustainable. This pressure and the 
traditional time keeping model are 
failing commercial clients.

Clients aren’t interested in paying 
for the time the lawyer takes to do 
the job; they just want the output - 
the solution or the deal. How long 
you take to deliver that service to 
the deadline is no longer relevant 
and	that’s	the	fundamental	flaw	
in	modern	law	firms.	Lawyers	have	
integrity and want to do the right 
thing but their rewards are based on 
the wrong metrics for the client.

Before launching, we spoke to 
around 50 CEOS and Heads of 
Legal to understand what they 
were looking for from their lawyers. 
Overwhelmingly, their response was 
that they needed to know how 
much the service would cost– price 
certainty  – and that they wanted 
senior, experienced lawyers on their 
job at all times. Not just at the pitch 
and at the point of billing.

MLM: How did you respond with 
gunnercooke? 

SC: We said we could be different 
and gunnercooke really is. We are 
a	challenger	law	firm.	We	looked	to	
other industries and realised that we 
can do things differently so we did. 

We	don’t	have	to	be	in	an	office	to		
maintain excellent client service – we 
can work remotely and do – giving 
our lawyers the autonomy and 
flexibility	to	work	how	they	want.	

The market told us that if we 
made a model based on expert, 
experienced lawyers and gave 
certainty on price then we’d be 
winning. So that’s what Darryl and 
I did. We then went out to lawyers, 
asked them if they wanted to bring 
their clients to us. We needed them 
to have at least 10,000 hours of 
experience as a lawyer – around 
eight to 10 years, to ensure we had 
experts and people that could 
manage their own business and 
clients. 

MLM: What type of person do you 
look for to work with gunnercooke?

SC: It doesn’t suit every type 
of lawyer as you have to be 
entrepreneurial.	We	work	on	a	profit	
share basis and so if they’re not 
working they’re not earning. All our 
people are on the same deal and 
are called ‘partner’. There are no 
management meetings or politics. 
If you want to time record on your 
work, you can but no one is looking 
at it other than you and the client. 
We don’t reward people for time 
management! 

MLM: How do you ensure your 
people are given the freedom to 
deliver and the work life balance 
they are missing in traditional firms?

SC: In the modern business world 
there is so much pressure to 

constantly deliver through smart 
phones, so much so that you have to 
give yourself space – we don’t want 
people missing holidays or being ill.  

We believe it’s much more rewarding 
to work in teams and groups – for 
both pitching to larger clients and 
the delivery of the work. There is a 
lot of collegiality at gunnercooke 
and many of our partners cross-refer 
work to each other. Project based 
work such as corporate transactions, 
large scale pieces of litigation and 
commercial law needs a whole raft 
of support so we encourage our 
partners to bring that in if they need 
it and to avoid working in silos. We 
are very inclusive and encourage 
partners to build excellent support 
around them if they want to. They 
can build their own teams and we 
have a wide network of paralegals 
and junior lawyers which they can 
use on a project by project basis. We 
want them to feel part of something. 
We want people to join us for the 
rest of their career and build their 
practice with us as, if you build it right 
for them, why would they ever want 
to leave?

We also want people to bring in 
innovative ideas and to be creative 
with their clients and billing. We have 
a	development	office	on	offer	to	
deliver business support, coaching 
and management consultancy to 
our partners if they need it, ensuring 
they have access to essential 
soft skills (business development, 
management and pricing 
knowledge for instance) to help them 
run their practice well. Our partners 
have a lot of freedom in this model 
so we want them to keep innovating 
and offer their clients a high quality  
of service. 
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MLM: How do you attract new 
partners into the system? 

SC:	In	terms	of	recruitment	(and	
I’m a massive fan of JMC Legal 
Recruitment, they’ve taken a lot of 
time to understand our business and 
are very supportive)), yes our lawyers 
need to have the right background 
in a corporate / commercial 
environment but they also need to 
have	ideas:	to	be	business	person,	a	
collaborator, a trusted advisor and 
someone who wants to be part of 
something that they will give to, as 
well as take. 

MLM: How do you ensure a 
candidate is the right person for 
gunnercooke?

SC: People apply through the 
website and that’s great but we  
also incentivise our lawyers and 
recruitment agents by giving them 
a share of our fees for successfully 
introducing lawyers to us. I spend a lot 
of time speaking to partner agencies, 
such as JMC Legal, to update them 
on the business (at least twice a year) 
so they continually hear what our 
strategy is, who has joined us and 
what were looking for. When they 
talk to candidates, the recruiters 
become our ambassadors and 
help us to spread the message. Our 
2021 objectives are published and 
we’re clear in terms of our strategy. 
The recruiters can share these with 
potential partners and explain our 
ambitions,	which	are:	we	want	to	be	
a	top	50	law	firm.

MLM: You have a high volume of 
women on your partner list – how do 
you achieve this when experienced 
lawyers who are also mothers, find it 
tough to make partner?

SC: I have women who come to work 
with us who have had one baby and 
guess what, they’ve now had three 
babies as the children eventually go 
to school. Our female partners want 
to go back to being outstanding 
lawyers and with us they can. 

It’s	still	too	difficult	for	a	female	
lawyer to get to the top with a 
family	–	traditional	law	firms	make	it	
very	difficult	for	them.	Not	enough	is	
changing in that respect and that’s 
why gunnercooke is so important 
in this respect. Around 50 % of 
our partners are women, and I’m 
very proud of that. For me it’s an 
important part of why we have to 
give examples of female partner 
role models to young women as, 
while the message has got through 
at school and at university, the 50/50 
male / female split you see at junior 
lawyer level drops off for women at 
around	10	years	post	qualification.	

MLM: Is the gunnercooke model 
tempting to younger lawyers too – 
those looking for something more 
than equity partnership?

SC: We now have over 200 lawyers 
and the lawyers who apply to 
work with us are getting younger. 
We are now attracting younger, 
ambitious lawyers, who reach middle 
management and realise that the 
traditional equity model isn’t as 
attractive as it once was – they want 
something different. 

gunnercooke offers ambitious 
lawyers the freedom to build their 
practice in the way they want to 
run it. They’re not under pressure to 
time record every second of the day 
so they can take the time to speak 
to each other, collaborate and 
research a piece of work. They can 
spend time really getting to know 
clients. They can pursue business 
or personal interests alongside their 
legal practice. They really can have 
it	all!	In	a	traditional	law	firm,	those	
luxuries don’t exist. Lawyers come 
into the industry to help people – 
to help their clients and they love 
helping their peers and one of the 
triggers of joining us is when they feel 
they can’t do that. It’s really powerful 
and makes the culture here so 
different - in a very good way. 

MLM: What about the teams working 
under gunnercooke partners – those 
who choose to bring people in to 
help them. How sustainable is their 
support?

SC: What we are starting to see more 
and more as our practice develops, 
is lawyers building their own team. As 
a lawyer builds his or her individual 
practice to a certain size, then we 
encourage them to create leverage 
and build a team, allowing them 
to do more. We also have a small 
Associate Academy where we take 
two corporate associates from the 
business and pay them to support 
our other partners, who mentor them 
to become gunnercooke partners 
of tomorrow. It’s not good enough 
to just be a great technical lawyer 
to survive in modern law, so we train 
them in the commerciality of law, in 
business development and give them 
the business acumen they need.

MLM: What’s next for gunnercooke?

SC: Our growth is very steady but our 
aspirations are great. We aim to have 
1,000 lawyers and we’re here to stay 
in the legal sector. We want a client 
base of large PLCs and private equity 
clients, to be up there pitching to 
the banks and have a piece of the 
international market. There is no lack 
of ambition!

Most importantly, we want to offer 
an amazing place for lawyers to 
practice, to offer clients the chance 
to be advised by brilliant lawyers, in 
a very competitive environment. We 
want to give our partners a different 
way of working and living for that’s 
sustainable and offers freedom and 
choice. 

We truly believe in having great 
people around us. Darryl and I could 
not have done this without great 
people in both legal services and in 
our administrative support. We will 
continue to attract them and keep 
them!

Gunning for  
change
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