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client relationships and employee
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Yet despite the clear business case,

It’s Still a Test

the exodus of women from law firms
continues. After less than five years’

Despite considerable progress, it’s still a test 6

employment, more than half of the

for women in the workplace; particularly in the
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explanation is that powerful stereotypes about
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These assumptions are unproven,

Technical skills, while necessary, are not

however.
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to
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women who keep their heads down,

assertive)
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that some day, some one will notice
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and reward them appropriately, i.e.,

awkward to raise “difficult” issues in a firm
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where the accepted way of handling things is
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to hope they resolve themselves. It

opportunities to negotiate and leveraging

can be a career limiting move to ask

them more effectively benefits women, their

to be assigned to a particular matter

law firms, and the legal profession.
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to
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support
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other

disorder unless one makes the right
strategic moves. 12 Yet these things

Not only is the business case compelling from
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other
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and job satisfaction. And how to deal

commitment to diversity

with them is not taught in law school.

their legal counsel.

a
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demonstrated

at all levels from

Retaining talented

women, therefore, is not optional. Firms need

What’s Good for Women is

to know what women attorneys are thinking in

Good For the Profession

order to accomplish that objective.

When women recognize and take

And the profession will continue to benefit

advantage

to

from advances to its understanding of justice

a

as the voices of women in the law grow

negotiate

of
in

workplace

opportunities
the

context

relationship,

of

balancing

stronger.

advocating for one’s needs while
remaining

connected 13

colleagues

and

clients

with
by

considering their needs as well, it’s a
“win-win” all around.
Practical
training

developmental
focused
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