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Although women comprise nearly half of all law students and incoming 
associates at law firms, and have done so for many years, they remain 
greatly outnumbered by men at senior levels. If nothing is done to change 
this trend, the percentage of women equity partners will remain under 
20 percent for decades to come.

Slow progress in gender equality at senior roles raises awkward 
questions for the industry – and highlights the challenges that women 
lawyers face when developing their careers.

Indeed, at mid-career, when earnings peak, the top 10 percent 
of female lawyers earn more than $300,000 a year, while the top 10 
percent of male lawyers earn more than $500,000. Coupled with this, 
the number of female equity partners at top US law firms has risen by 
only five percent in the last 12 years. Although women comprise 47 
percent of associate ranks at law firms, female lawyers make up only 31 
percent of those entering the equity partnership class.

This book is a primer – for women, by women – to help female lawyers 
progress their careers in an industry still struggling with gender equality. 
Written by outstanding women lawyers in their respective fields, each 
contribution takes a personal and professional view of the legal sector, 
providing insight and analysis of issues as diverse as flexible working, 
portfolio careers, unconscious bias and the modern career trajectory.

The book is split into four sections, and begins with the results of original 
research undertaken by ARK Group in early 2019. Surveying 100 women 
lawyers from across the globe, we asked women at all stages in their careers 
to open up about their experiences, from recruitment to retirement, and 
the challenges – and opportunities – that being female has brought. The 
results make for interesting, and perhaps surprising, reading.

Chapter two explores one of the main themes of this research – the 
gender pay gap. Susan Eandi and Monica Kurnatowska, partners at Baker 
McKenzie, explore the situation as it currently stands in the US and the 
UK, and why it matters in the context of career development for women 
in the field of law.
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Chapter three then gets personal – exploring what it means for a 
woman to work in a woman’s world. Joanne Frears and Belinda Lester 
worked together many years ago and formed an immediate friendship in 
and out of work. Both were made partners early in their careers – Joanne 
before children and Belinda after her first child when, having set up her 
own consultancy rather than go back to working full-time in the city, 
she was persuaded to join a firm to head up its new employment depart-
ment. In this chapter they discuss their careers, how they progressed, 
and why their experiences inform a new way of working and career 
development for all women lawyers.

Part 2 looks at some of the issues women face in terms of making their 
mark, and getting themselves noticed. 

In chapter four, Debbie Epstein Henry explores how women can 
frame their career by considering their strengths, interests, the market 
need, as well as the investment they will need to make to sketch out the 
career that they desire. Debbie uncovers the constraints to be consid-
ered in the process, including the competition, money, title, geography, 
and work/life needs. She then delves into additional tips that will help 
women design an effective job search, including networking, gaining 
confidence, meeting prospective employers’ needs, getting help, learning 
how to navigate non-linear careers, and much more. 

Chapter five then looks at brand-building as a cornerstone of business 
development. Companies with strong brands – such as Nike, Starbucks, 
and Apple – can leverage brand to elevate consumer awareness and 
perception, refine product offerings, draw in customers, and impact 
revenue. In an environment where the contribution of female lawyers 
is arguably less valued than that of their male counterparts, building a 
personal brand – or a firm brand – can divert focus away from gender 
and onto the actual value a female lawyer can offer. This chapter, by 
Nika Kabiri, is an introduction to brand-building for female lawyers, 
and covers what it means to “brand”, why branding is important to one’s 
practice as well as to improving gender equality in the legal profession, 
and how a female lawyer can build, message, and maintain her brand.

Continuing with the theme of business development, chapter six 
looks at how blurring the professional and the personal can lead to 
greater relationship building. The notion that women are bad at business 
development flies in the face of the widely accepted view that women 
are good at relationship building. Recent studies, however, show that 
while women are well-equipped at building friendships, they find it 
awkward, uncomfortable, and insincere to try to convert those personal 
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friendships into business relationships. This chapter, by Karen Johnson-
McKewan, partner at Orrick, Herrington & Sutcliffe, discusses some 
of the sources of that discomfort, and proposes techniques for women 
looking to become successful law firm partners.

It is often said that the development of a strong network can be essen-
tial to success within the legal industry – however, in truth, there are 
three different kinds of networks that need to be cultivated throughout 
your career. Operational network, comprised of the people you encounter 
at work, are important to allow you to get work done on a daily basis. 
Personal networks, on the other hand, can support you when you face 
challenges and major life changes. However, by far the most important 
network for career development is the strategic network. Your strategic 
network can connect you with the kinds of people who can help you to 
develop your skillsets and expand your influence; they can provide you 
with a platform to share your experiences and role model behaviors with 
others, and they can also expose you to new ideas that create new oppor-
tunities for you to try new things. Chapter seven, by Christie Guimond, 
co-founder, She breaks the law, explores some of the challenges that 
women can face when investing in their strategic networks. Christie 
provides an example of a strategic network that has been specifically 
designed for female leaders who are seeking to deliver legal services 
differently – “She breaks the law” – in order to demonstrate how you 
might structure your own approach to networking.

Cultural and institutional barriers still exist for women lawyers as 
they work to progress in their careers. Despite these challenges, there are 
many ways women can hone their skills and take steps to advance and 
control their professional path and their success. Chapter eight by Susan 
Saltonstall Duncan, Rainmaking Oasis, provides insights and practical 
tips on a range of skills and approaches that will help women accelerate 
their effectiveness, including building a strong executive presence, effec-
tive communication, strategic networking, and finding a mentor and 
sponsor.

Part 3 is all about making your career work for you.
Flexible working is one way that women in particular can structure 

their careers to balance work and home life. In chapter nine, Katherine 
Thomas and Bailey Bosch of Free Range Lawyers consider that the biggest 
myth surrounding flexible work is that it only benefits the individual. 
If we want to see more opportunities for truly flexible working arrange-
ments in the legal sector, we need to advance the discourse around 
flexible work to provide a more balanced and sophisticated conversation 
that considers the myriad of variables that contribute to a successful 



“flexible working policy”. Key to this is moving the discussion along 
from flexible working being a women’s (and more specifically, a women 
with children’s) issue and to recognize flexible working as a business tool 
that provides benefits at both the individual and corporate level.

Chapter 10 takes flexible working a step further, looking at how many 
women lawyers end up going it alone and setting up their own practice. 
Often the trainee-to-equity partner treadmill sits uncomfortably with 
modern working practices for many lawyers. There reaches a point in 
your career where you have an established market reputation and client 
base, but the constraints of a large firm prevent you from realizing your 
individual potential. This may be further frustrated where, as a female 
lawyer, you have taken a career break or been on a period of maternity 
leave or work part-time. If this strikes a chord, says Rachel Khiara, of 
Khiara Law, it may be worth considering the option of going it alone. In 
this chapter, Rachel explores the options available, the pros and cons, 
and shares her own experience of navigating uncharted waters.

The traditional path to partnership is explored further in chapter 11, 
in which Rachel Brushfield of EnergiseLegal questions if the one-di-
mensional nature of partnership in a law firm has become a somewhat 
moldy carrot. A portfolio career is a flexible, fulfilling career alternative, 
giving more variety than a traditional legal career, with constant learning, 
broader networks, and multiple legal and non-legal roles designed to suit 
the individual’s own work/life blend. Rachel explores the topic of port-
folio careers from the firm and women lawyers’ perspectives. She shares 
data and examples of woman lawyer portfolio careerists and why this 
career choice provides many business, CPD, fulfillment and motivational 
benefits in the new work era and increasingly disrupted legal market. 
Self-employment is predicted to grow, career sabbaticals will become 
more common, aging populations and longer working lives, combined 
with millennials seeking a more varied career than previous generations, 
mean the old ways of working no longer work. It is time for change. 

On the subject of change, the final chapter in part three looks at 
different routes into the industry. Starting a career in law is most often 
associated with graduates fresh from university, taking on training 
contracts or placements with firms and eager to take their first steps 
on the career ladder. But what about people who want to join the legal 
sector later in life following a career change? In a sector that traditionally 
targets younger recruits, making the switch from an established career 
elsewhere presents a unique set of challenges. In chapter 12, Pam Loch, 
managing partner of Loch Employment Law and managing director of 
Loch Associates Group, shares insight into the challenges she faced and 
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the top tips she learned along the way, to showcase how following a 
non-traditional route into law can be just as rewarding. 

Part 4 looks to the future. In the post #metoo world, things are 
changing, if slowly. Our concluding chapters look at the things that may 
impede or enable progress.

In chapter 13, Rosalie Chamberlain of Chamberlain Consulting looks 
at unconscious bias. You would have to be an ostrich with your head in 
the sand to be unaware that unconscious bias affects the legal industry’s 
slow-movement of the needle on advancing women. A level playing field 
that provides equitable opportunity for all who deserve to succeed is 
dependent on one’s career development. The subtleties of unconscious 
bias impact how women are recruited, hired, developed, reviewed, and 
advanced. We have to be conscious of the biases that define the culture; 
those that drive the actions and behaviors of the leaders; and those that 
reside deep in the individuals taking charge of their careers. This chapter 
explores and uncovers the biases that we take for granted, and includes 
some less common ones that hinder women’s career development.

It may have been 100 years since the legal profession (albeit begrudg-
ingly) welcomed women into its ranks, but it often seems to have taken 
the best part of that century for the practice of law to find a way of 
accommodating them. Lawyers entering the industry today have argu-
ably more options than ever to tread a career trajectory that doesn’t end 
in traditional partnership, but how realistic is it that they will find, and 
follow, these new paths? Chapter 14 by Clare Harman Clark of Taylor 
Wessing looks at the path to partner – traditional law firm structures 
and why these are changing – as well as alternative trajectories such as 
KM and legaltech, and how there are more opportunities than ever in 
the brave new world. 

According to a recent study by the American Bar Association, as well 
as myriad other surveys and symposia, despite best efforts by law firms 
and other employers, women leave the legal profession at a rate dispro-
portionate to their male counterparts. Issues such as workload demands, 
balanced with caretaking commitments, lack of partnership or leader-
ship opportunities, and the need to develop business are often cited as 
reasons for women’s exit from law firm life and the legal profession as a 
whole. In chapter 15, Yolanda Cartusciello, partner at PP&C Consulting, 
captures the essence of several frank dialogues with female lawyers at 
various points in their careers, discussing the ways in which employers 
can help women stay in the profession and what structural changes 
employers would need to make in order to facilitate a more sustainable 
career path for female lawyers.
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In the final chapter, it is argued that the lack of women in leadership 
positions in the legal industry is not about the women, but rather the 
systemic issues that plague our firms and organizations, limiting the 
opportunities for women to succeed. Our industry not only perpetuates 
archaic structures and processes, but also tolerates implicit biases that 
negatively impact and ultimately prevent qualified women from entering 
leadership positions. This will change only when firms and organiza-
tions begin to fully examine the way in which we evaluate, compensate, 
and promote attorneys. In chapter 16, Pat Gillette discusses the ways 
in which firms can begin fixing the system and stop trying to fix the 
women.
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