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Foreword

September 2021
Dear Colleagues,

It is with great pleasure and privilege we present the findings of ‘The Future Way We Work’
Survey (the “Survey”), on behalf of the Younger Members Committee of the Law Society of
Ireland (the “Committee”).

The Covid-19 pandemic has required us all to rethink how we work and has fast-tracked the
rollout of technological solutions across the legal profession.

As a result, the way in which members work, or indeed wish to work, has changed. A key
focus of the Survey has been to allow members to express their views on the future shape of
our profession, provide members with an opportunity to highlight the challenges and benefits
associated with remote/hybrid working arrangements and to identify what additional supports
are required into the future.

We were also conscious of the need to hear from employers and the Survey was open to all
members (regardless of role or level of qualification). We were delighted to see that 25.04%
of respondents were either Partners of law firms or Sole Practitioners. The Survey posed
additional voluntary questions directed at respondents who are in management roles, 95% of
whom answered those questions.

We wish to take this opportunity to express our gratitude to everyone who assisted with
organising the Survey, including our Committee members, our Committee Secretary (Michelle
Nolan), the team at Smith & Williamson, various Law Society of Ireland committees and
colleagues who helped us in designing the Survey and in particular Mary Keane, Acting
Director General of the Law Society of Ireland.

However, we most of all wish to thank the 1,202 colleagues who responded to the Survey.
Your voice matters and is being heard. Thank you for contributing to shaping the future of our
profession. The Survey represents an important data gathering exercise and we hope the
findings become a useful tool to inform the future working arrangements of the legal profession
in Ireland.

Kind regards,

Avril Flannery Brendan Hayes
Chair Vice Chair
Callan Tansey Fexco Group

Committee Members (2021):

Michelle Nolan (Committee Secretary) Tarisai May
Chidawanyika, Maeve Delargy, Jennifer Dorgan, Avril
Flannery, Amy Grant, Brendan Hayes, Anna Nichols,
Fiona McNulty, Cian Moriarty, Michael (Mike) Quinlan,
Jennifer O’ Sullivan, Hannah Shaw, Aisling Woods.
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Smith & Willlamson

The Smith & Williamson advisory team led by Paul Wyse, Managing Partner carried out
the independent research on behalf of The Law Society of Ireland’s Younger Members
Committee. The Smith & Williamson project team included Marc Lowry, Project Lead and
Siddharth Patel. The project included questionnaire development and advice in addition to
survey execution, data analysis and report insight development and review. The project
success was made possible through close collaboration with the YMC’s Avril Flannery
(Chair), Brendan Hayes (Vice Chair), Michelle Nolan (Committee Secretary) and
subcommittee members which included Michael Quinlan, Maeve Delargy, Jennifer
O’Sullivan, Amy Grant, and the Law Society team.

Paul Wyse Marc Lowry Siddharth Patel
Managing Partner Project lead Assistant Manager
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1 Executive Summary

1.1 Background
The Committee was re-established in 2015 to identify, explore and promote issues
affecting members of our profession across the country who are qualified for less than
seven years (“Younger Members”). The Committee aims to help Younger Members reach
their full potential.

The Committee’s objectives are to:

° Engage with and listen to Younger Members from across the country;

° Identify the issues affecting Younger Members of the profession;

° Protect and promote the interests of Younger Members;

) Enhance and promote professional skills/standards amongst Younger Members;
and

) Establish networks and foster collegiality among Younger Members.

The Committee works towards these objectives by:

° Hosting conferences and seminars tailored to the needs of Younger Members;

° Facilitating networking opportunities;

° Providing representation for Younger Members, such as participation in task forces
and working groups;

° Liaising with other Law Society of Ireland committees and other colleagues in
designing events and projects designed to benefit Younger Members; and

° Developing an international network of like-minded organisations to provide

Younger Members with opportunities to learn from colleagues globally.

In late 2020, the Committee identified that there would be significant benefit in canvassing
the views of Members (and employers) on their experiences of hybrid working
arrangements during the Covid-19 pandemic and on their future work preferences. It was
recognised that the results would be skewed if the Survey was solely addressed to
Younger Members (up to 7 years’ qualification) and therefore the Survey was addressed
to all practising certificate holders on the Roll of Solicitors of Ireland in 2021.

1.2  Survey methodology
The Committee established a working group to liaise with other Law Society of Ireland
colleagues and Committees in designing the Survey. This included consultation with:

° Law Society of Ireland Environmental and Sustainability in Practice Task Force;

° Law Society of Ireland Career Support Services;

° Law Society of Ireland Technology Committee; and

° Law Society of Ireland Employment & Equality Law Committee.

Following a tendering process, the Committee appointed Smith & Williamson as partner to
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collaborate on the Survey. The Survey was circulated on 19 July 2021 to all individuals on
the Roll of Solicitors in Ireland holding a practising certificate for 2021 (regardless of level
of qualification) (“Member”).

A one-week completion period was allowed for participants to respond to the survey. A
reminder link was sent before the closing date to encourage any final responses. A short
extension was allowed following the Law Society of Ireland’s President’s Bulletin on 30
July 2021 after which it was agreed to proceed with the analysis of the responses received.
The Survey closed on 3 August 2021.

Each Member was provided with a unique link providing access to the Survey, ensuring
that no one individual could respond to the Survey more than once. However, anonymity
of responses was assured with enhanced compliance to GDPR obligations.

Smith & Williamson collated the results of the Survey and worked with the Committee in
presenting those results, including themes and recommendations arising. A total of 1,202
members responded to the Survey, representing approximately [15%] of current solicitors
in Ireland and a breakdown of the respondent population is set out at the Appendix. Of
those who responded, 25.04% were Partners of law firms and Sole Practitioners. The
Survey posed additional voluntary questions for those respondents who manage
employees and, of those respondents, 95% participated in answering these questions.

Note — Respondents were asked to indicate what type of organisation they were working
in:

e A small law firm (1-4 Partners);

e A medium law firm (5-10 Partners);
e Alarge law firm (10+ Partners);

e In-house;

e Charity/NGO; and

e Public sector.

These classifications are therefore used in the Survey Report. The term ‘organisation’ is
used to refer to all of the above.

1.3 NUIG Study and Government Policy

BENCHMARK AGAINST NUIG STuDY (OCTOBER 2020)

In October 2020, NUI Galway Whitaker Institute and the Western Development
Commission, published its Phase Il Report on “Remote Working during Covid-19: Ireland’s
National Survey” (the “NUIG Study”)! . This followed on from a Phase | national survey
conducted in April-May 2020.2 The NUIG Study was published approximately seven
months after Covid-19 restrictions required thousands of workers to work remotely and
provides an interesting snapshot of prevailing attitudes at the time.

1 McCarthy, A., Bohle Carbonell, K., © Siochéin, T. and Frost, D. (2020). Remote Working during COVID-19: Ireland's
National Survey - Phase Il Report. Galway, Ireland: NUI Galway Whitaker Institute & Western Development
Commission.

2 McCarthy, Ahearne, Bohle Carbonell, O Siochain and Frost (2020).
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The Government’s ‘Remote Work Strategy’ was published by An Tanaiste and Minister for
Enterprise, Trade and Employment, Leo Varadkar TD on 15 January 2021. This was
Ireland’s first National Remote Work Strategy to make remote working a permanent option
for life after the pandemic. The NUIG Study was relied upon in the strategy paper.

In the NUIG Study, data was collected from employees across a wide range of industries
and sectors over a one-week period. Approximately 10 months had since elapsed since
the NUIG Study was published and there appeared to the Committee to be an opportunity
to benchmark changes of attitudes particularly in terms of current arrangements, future
preferences and behaviours.

This Survey, performed in July 2021, was an industry specific survey confined to solicitors
holding a practising certificate in 2021 and this report (the “Survey Report”) identifies a
number of instances where findings are markedly different from similar findings set out in
the NUIG Study.

REPORT ON THE SUBMISSIONS RECEIVED FROM THE PUBLIC CONSULTATION ON
THE INTRODUCTION OF A RIGHT TO REQUEST REMOTE WORKING PUBLISHED ON 20
AUGUST 2021

An Tanaiste and Minister for Enterprise, Trade and Employment, Leo Varadkar TD also
published a report on 20 August 2021 based on 175 submissions received as part of the
consultation process under way to draft laws to give employees the right to request remote
work.2 Some of the report’s findings are relevant to this Survey and are considered in
subsequent sections.

2 Key Insights & Recommendations

2.1 Key Insights
Section 3 of this Survey Report highlights key findings of the Survey. The following is
intended to be a brief overview of emerging themes.

1. Decreased prevalence of remote work on a full time basis

There is an increasing number of solicitors working on-site on a full or hybrid basis,
in particular outside Dublin and in smaller organisations.

In the NUIG Study, 68% of respondents indicated they were working remotely since
the outbreak of Covid-19 with 24% doing a mix of remote and on-site working. In
this Survey, only 38% of respondents indicated that they were working completely
remotely since the outbreak of Covid-19 with 61% working a mix of remotely and
on-site.

2. More solicitor staff would prefer a blend of remote and ‘in office’ work
arrangements

Organisations which offer remote/flexible working to solicitor staff will attract more
people as most solicitors would prefer a mix of remote and on-site work

3 https://www.gov.ie/en/publication/0311d-report-on-the-submissions-received-from-the-consultation-on-right-to-
request-remote-working/
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arrangements. However, many employers have not yet indicated to their solicitor
staff whether they are going to offer remote/flexible working arrangements. Most
respondents have indicated that the availability of remote or flexible work
arrangements will influence future career decisions.

In the NUIG Study, large majority of respondents (67%) indicated that they would
only like to work remotely either several times a week or month after the Covid-19
pandemic:

e 27% indicated they would like to work remotely on a daily basis;

e 54% indicated they would like to work remotely several times a week;

e 13% indicated they would like to work remotely several times a month; and
e 6% indicated that they do not want to work remotely after the crisis is over.

Comparatively, this Survey shows that the solicitors’ profession profile of
preferences is markedly different or suggests a change in remote working
preferences since October 2020 where 91% would like hybrid working as opposed
to full-time at home or in the office:

How often would you like to work from home in the future?

Full time at home

Fully flexible (choose your own arrangements)
Frequently (3 or more days per week)
Sometimes (1-2 days per week)
Infrequently (less than 4 time per month)

Never

0% 5% 10% 15% 20% 25% 30% 35% 40%

3. Respondents feel that remote work has not negatively impacted productivity

In the NUIG Study, 62% either agreed or strongly agreed that working remotely increased
their productivity while 14% either disagreed or strongly disagreed with this statement. In
this Survey, 70% agreed or strongly agreed that they were more productive when working
remotely, with 30% disagreeing with this statement.

4. A large number of respondents work longer hours when working remotely

Most respondents appear to have managed remote working well. Most have been able to
keep themselves motivated and have worked more, or the same, level of hours as they
would do in the office. Those working in larger organisations have received greater
technological supports and most respondents from larger organisations continue to work
remotely more so than those from smaller organisations.

In the NUIG Study, 52% indicated that they work more hours, on average, when working
remotely compared to on-site, 41% indicated that they work the same hours, and 7%
reported that they work less hours.

In this Survey, 47% indicated that they work more hours when working remotely compared
to on-site, with 42% indicating that they work the same hours and 11% indicating that they
work less hours. These changes may be due to increased productivity, and, through the
passage of time, respondents may be adapting better to managing remote working.
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5. An increasing number of solicitor staff are responding to emails and work
communications outside of regular office hours

In the NUIG Study, 36% indicated that they do not respond to emails and work
communications outside of working hours, whereas 64% do respond to emails and
communications mainly citing that they choose to or because of workload.

In this Survey, 21% of solicitors indicated that they do not respond to out of office emails
outside of office hours and a higher proportion 79% indicated that they do respond to emails
and communications saying they choose to or because of workload.

6. Solicitor staff have supplemented equipment provided by employers

A majority of respondents were satisfied that their employers had put in place the necessary
technology to facilitate remote working. The majority of employers provided solicitor staff
with equipment, albeit there is a notable difference between the extent of equipment
supplied, but solicitor staff, particularly more recently qualified solicitors, have
supplemented this by purchasing equipment themselves (purchasing equipment
themselves to median cost of €300 based on 731 respondents). The highest amount paid
by a respondent was €5,000.

7. Wellbeing of recently qualified solicitors is a prevalent issue

Respondents, including management, identified that training and mentoring junior
colleagues had been impacted by remote work. Those who are more recently qualified or
work in larger organisations, report they have experienced increased isolation arising from
remote work. In a similar vein, 23% of respondents have experienced increased work-
related stress arising out of working remotely, although 36% indicated that remote work
reduced work-related stress.

8. The majority of respondents oppose enhanced monitoring of performance

A majority of employers have increased the monitoring of solicitor staff working remotely,
either by way of regular review meetings, measurable targets or use of technological
solutions. This is more prevalent in larger organisations with 78% preferring regular reviews.
However, more than half of respondents were against electronic monitoring of performance
whilst remote working, particularly so for more recently qualified solicitors who cited that
they would find it more stressful.

9. Concerns that remote working will impact career progression, training of
junior solicitor staff and access to senior personnel

Training, mentoring and supervising colleagues and solicitor staff is a key concern for
respondents, including employers who responded to the Survey. Respondents were
concerned that remote working will mildly or severely adversely affect their career
progression, while training and mentoring solicitor staff is seen as negatively impacted by a
majority of respondents particularly those in larger organisations.
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2.2 Recommendations

These recommendations flow from the findings, and seek to assist the Law Society of Ireland,
employers and members on the design of future working arrangements.

Recommendation 1 Organisations should consider establishing communication
policies regarding remote work arrangements, which should;

e indicate whether the employer will facilitate remote working
and if so, to what extent;

e explain the employer’s approach to monitoring of solicitor staff
performance;

e provide assurances regarding the training and development of
solicitor staff who work remotely;

e provide assurances regarding the impact of remote work on
career progression; and

e set out expectations regarding checking and responding to
communications outside of normal working hours.

Recommendation 2 Employers should consider taking steps to preserve their
organisation’s culture, including:

e focusing on regular review meetings/check-ins with solicitor
staff, rather than relying solely on measuring targets;

e ensuring that remote work policies and the organisation’s
expectations of solicitor staff are clearly communicated;

e designing initiatives which respond to the need to ensure
adequate training of junior solicitors and access to senior
solicitors; and

e organising inclusive social and team events.

Recommendation 3 Where such organisations elect to offer hybrid-work
arrangements to solicitor staff on a more long-term basis, the
Law Society of Ireland should consider taking steps to assist
employers and solicitor staff with transitioning to these
arrangements, including by:

e designing wellbeing initiatives to assist solicitors who feel
increasingly isolated when working remotely;

e designing training on the effective use of e-solutions such as
virtual data management systems and cloud based systems,
especially for smaller organisations;

e providing guidance to the management of organisations on
considerations for the design and implementation of a remote
work policy;

e designing online courses to assist with challenges associated
with remote working, such as information security;

e providing guidance to organisations regarding the continued
training and development of solicitors in a remote work
environment; and

e providing guidance to organisations regarding checking and
responding to communications outside of normal working
hours.

Recommendation 4 The Law Society of Ireland should consider promoting
continued remote access to courts, where appropriate,
across all court jurisdictions.
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Recommendation 5 The Law Society of Ireland should consider promoting
initiatives, possibly including tax incentives, to assist
organisations and solicitor staff with the cost of purchasing
equipment required for remote working on a long term basis.

Recommendation 6 The Survey results indicate a number of areas where the
experience and perception around remote and flexible working
are different or more pronounced based on gender.

Law Society of Ireland should consider reviewing these results in
detail with a view to supporting the development of policy and
further recommendations to address the findings.

Recommendation 7 The organisation size in which a solicitor works has an impact
on their perception, availability and likely employment
preferences based around remote and flexible work.

The Practice Support Taskforce should consider reviewing these
results with a view to developing policy and further
recommendations to help address these variances.

Recommendation 8 Respondents were asked to rank the importance of a four-day
working week within the context of other multiple choice
options.

The Law Society of Ireland should consider undertaking further
focussed study on the various factors surrounding the concept of a
four-day working week.

3 Key Findings

In order to assess what shape future working arrangements might look like, it is necessary to
firstly reflect on members’ experience of working remotely including both the challenges and
benefits associated with it.

Some of the key themes arising from this section of the report, and further detailed
below, are:

e The majority of respondents work on a fully remote or hybrid arrangement, although
those working in smaller organisations are more likely to work in offices.

e The vast majority of respondents see benefits with remote work, including greater
flexibility in managing family and care arrangements, increased productivity and
reduced commuting costs.

e The mentoring of junior colleagues and learning from senior colleagues are notable
challenges associated with remote working.

e A significant number of respondents (70%) see feelings of isolation from colleagues
as a challenge with working remotely.

e The vast majority of respondents (89%) stated that they have worked the same or
more hours, under remote working arrangements, although there appears to be a
higher prevalence of the profession who respond to emails and communications
outside of work hours when compared to the NUIG Study.

e A majority of respondents stated that remote work has not increased work-related
stress levels or motivation levels.
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3.1 Working Remotely: Current Remote Working Arrangements

Respondents were asked to identify their current remote working status. The findings may reflect
that respondents working in smaller to medium sized organisations are more likely to work in offices
and this may be because the type of work cannot be easily completed remotely, they are proximate
to place of work or that such organisations do not have the necessary resources or systems in place
to facilitate remote working compared with those provided to respondents working in larger
organisations, public sector or in-house roles.

e 38% of respondents are working exclusively on a remote basis since the outbreak of Covid-19
and a further 40% of respondents are working a blend of remotely and on-site. In the NUIG
Study 68% of respondents were working remotely and it is not surprising with the passage of
time that less people are remote working exclusively remote working almost a year later.

e Of these, there is a significant difference between size of organisations — a large majority of
respondents working in large organisations (94%), in-house (95%) and public sector (95%) have
either worked exclusively remotely or attended the office on an occasional basis. This is in
contrast with 50% of respondents working in small organisations and 69% of respondents
working in medium organisations.

e A small percentage of respondents (3%) wished to work remotely but were not allowed to do
so. More solicitors with children are working in the office (25%) as against respondents who do
not have any children (17%).

e Anotable difference along gender lines is that 26% of male respondents have continued to work
in offices as it suits their work arrangements, compared to 14% of female respondents. This
also tallies along geographical breakdown with 26% of non-Dublin based respondents
continuing to work in offices as it suits their work arrangements compared to 13% of Dublin
based respondents.

e The demographic breakdown shows no distinction in work arrangements based on level of
qualification.

What is your current remote working status?

45%
40%
35%
30%
25%
20%
15%
10%

5%

0%

| am working A mix, | am No, | am working No, | am working | am not working
completely  working remotely in the office as  in the office | at present
remotely since sometimes & this suits my work wanted to work
the Outbreak of  onsite/in the arrangements remotely after
Covid19 office sometimes Covid 19, but |
was not allowed
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Benefits Associated with Remote Working

Respondents were also asked to assess benefits associated with

“As an older member remote working.
of the profession | was o _
sorry for the younger A striking finding is that 88% of respondents disagreed that there

are no advantages to working remotely and 69% of respondents
‘Agreed’ or ‘Strongly Agreed’ that they were more productive when
working remotely, comprising 76% of female respondents and 58%
of male respondents.

colleagues who
missed coaching and
mentoring. They need
support” - Respondent

The findings show less enthusiasm for remote work than findings

set out in the NUIG Study. For instance, whilst 38% of the Survey’s

respondents strongly agree that flexibility on when to work is a
benefit of remote working, a similar question in the NUIG Study was answered positively by 51% of
respondents.

Nearly a quarter (23%) of respondents in the NUIG Study strongly agreed that managing family and
care responsibilities is an advantage of remote work however, our study finds that 82% of the
profession agree or strongly agree that this is the case.

100%
90%
80%
70%
60%
50%
40%

= I I I
20%
o BB : ! -

Family and
- Reduced cost
I'm more Less Flexibility on educedcos carg e No
. . . of responsibiliti
productive = distractions when to work . . advantages
commuting = es are easier
to manage
30% 30% 17% 13% 18% 88%
45% 42% 45% 40% 42% 8%
| | 24% 28% 38% 47% 40% 4%

Disagree Agree M Strongly Agree

Challenges Associated with Remote Working

Respondents were asked to consider the biggest challenges of remote working.
Challenges of connecting with the office

Respondents either agreed or strongly agreed that the ability to learn from senior colleagues (65%)
and mentor junior colleagues (73%) are challenging as are feelings of isolation from colleagues
(70%). Feelings of isolation are more pronounced among respondents working in larger
organisations (73%) compared to those working in small organisations (65%). These findings are
consistent with the management perspective where 54% of management respondents see remote
working as negatively impacting the training and mentoring of solicitor staff.

48% of respondents disagreed that remote working introduced challenges on expectations of
availability (14% of female respondents and 39% of male respondents) and 55% disagreed that a
lack of supervisory support was a challenge associated with remote working (comprising 14% of
female respondents and 45% of male respondents). This represents a marked divergence along
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60%
50%
40%
30%
20%
10%
0% . o o
. Feelings of | Ability to learn Ability to Lack of
Expectations . . . - .
I isolation from = from senior | mentor junior | supervisory
on availability
colleagues colleagues colleagues support
[ ] 48% 30% 36% 27% 55%
[ ] 38% 50% 43% 50% 31%
[ | 14% 20% 21% 23% 14%

= Disagree M Agree M Strongly Agree

The majority of respondents disagree that they have experienced challenges working remotely
associated with decreased productivity, inadequate home working set-up, increased difficulty with
managing family and care responsibility or additional distractions.

Only 20% of respondents agreed or strongly agreed that family and care responsibilities are more
difficult to manage. Although, in both cases, more men than women agreed (21% vs. 12%) and
strongly agreed (7% vs. 4%).

90%
80%
70%
60%
50%
40%
30%
20%
10%
0% ;
Family and care
, . Inadequate home = responsibilities are . .
I'm less productive . - More distractions
working set-up more difficult to
manage
[ ] 74% 59% 80% 66%
| | 22% 29% 15% 27%
u 5% 11% 5% 7%

[ Disagree W Agree M Strongly Agree
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Practical Impacts

Impact on hours worked

The number of hours worked by respondents does not appear to have been significantly reduced
by remote work arrangements. 89% of respondents stated that they have worked the same or more
hours, with just 11% responding that they have worked fewer hours (although this increases to 19%
of respondents working in small organisations).

When working remotely compared to onsite in
your office have you worked on average?

® More hours
m Same hours

Less hours

Impact on commute

Most respondents (83%) had a commute of less than one-hour pre-Covid to their office, while almost
half of respondents (44%) had a commute of less than 30 minutes. Most male respondents (53%)
travelled less than 30 minutes compared to female respondents (39%) as did solicitors working in
smaller organisations 61% (compared to 41% of respondents working in large organisations). Many
solicitors working in medium sized organisations (22%) and solicitors working in In-house roles
(27%) have longer commutes of more than 60 minutes.

Pre Covid 19, how long did your daily commute to
thejoffice take on average? (total time, one way)

Over 90 minutes

60 - 90 minutes

30-60 minutes

0-30 minutes

0% 5% 10%  15% 20%  25% 30%  35% 40%  45%  50%

H Responses
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Impact on responding to communications outside of working hours

Only 21% of respondents stated that they do not respond to emails and communications outside of work
hours, when working remotely, with a marked difference between those working in large organisations
(8%) compared to other organisation types (which vary from 21% to 28%). This is in contrast to 36% of
those surveyed in the NUIG Study, perhaps reflecting that solicitors may be more inclined to answer
emails outside of working hours.

In relation to respondents who do respond to such
communications, 36% do so out of choice, 35% due to
Wprkload and just 8% because they f(_-:-el that not responding expect us to be at work and
will mean that they will not be taken seriously by their employer . .

or because they would be ‘missing out’. It is noteworthy that able_to deal with the_lr

those working in large organisations are more inclined to = dueries when they ring or
respond to such emails with 92% stating they are more call in.” - Respondent
inclined to answer emails outside of working hours as against

72% in small organisations and 76% in medium sized

organisations.

“Clients in our rural practice

Do you respond to emails and communications
outside of working hours when working remotely?

ENo, | don’t respond outside of
office hours

mYes, | choose to

Yes, because of my workload

mYes, because if | don’t respond
| feel | won’t be taken
seriously by my firm

m Yes, because if | don’t respond
| feel as | will be missing out

Impact on motivation levels

59% of respondents indicated that staying motivated whilst working remotely is not a problem, with just
12% of respondents noting that it was an issue. This headline is in keeping with 56% of management
respondents who stated that remote work has positively impacted, or not changed employee motivation
levels.

As regards demographic breakdown, the results are more in-line with employer respondents as
respondents with less than 3 years’ qualification found motivating themselves more of a challenge (52%)
in contrast to 39% of respondents with 10+ years PQE. Respondents with no children also reported
motivation to be more of a problem for them than those with children - this may reflect a younger
generation living in accommodation not as suitable for home working.
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How did you find keeping yourself motivated whilst working
remotely?

m Not a problem
m A small problem

A problem

Impact on stress

77% of respondents stated that remote work either reduced work-related stress or made no
difference. Of those who indicated that working remotely increases work-related stress (23%), more
female respondents (40%) than male respondents (30%) found this to be the case.

This is more than the results of the NUIG Study in
October 2020, which was published seven months
after Covid-19 forced many organisations to move to
remote working, which found that 54% of the past .18 months to be very
respondents stated that working remotely had challengl_ng from a work_
reduced their work-related stress levels. The  Perspective, due to feelings of
reduction in respondents’ finding remote working isolation and a lack of
stressful may relate to the longevity of the period for ~ motivation...” - Respondent
the need for remote working and perhaps people are

managing remote working better.

“As a junior solicitor, | have found

Did you find that working remotely...
45%

40%
35%
30%
25%
20%
15%
10%

5%

0%

Reduced your work-related  Made no difference to your Increased your work-related
stress? work-related stress? stress?
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3.2 Working Remotely: Technological and Physical Infrastructure

Suitable and adequate technological and physical infrastructure is key to ensuring a productive work
environment, regardless of whether an individual works remotely or in an office. This section
provides an assessment of respondents’ views on equipment and other supports provided to them
during remote arrangements to date.

‘Supports’ for the purpose of this section means information technology (IT) supports (including both
hardware and software), office equipment, and training. Supports come from either an employer
(such as through the provision of IT systems), the employee (such as purchasing office equipment)
and/or the Law Society of Ireland (such as through the rollout of policies impacting the legal
profession).

Some of the key themes arising from this section of the report, and further detailed
below, are:

e The majority of respondents have been provided with equipment by employers.

e The vast majority of respondents (90%) are satisfied that they adapted successfully to
the technology required for working remotely, although respondents working in larger
organisations were more satisfied that they were provided with the IT tools to facilitate
remote working.

e 61% of respondents supplied or purchased additional equipment, each spending a
median of €300 based on 731 respondents. This was more prevalent among less
qualified solicitors.

e Respondents were asked to rank, in relation to technology, what the biggest challenges
of remote working are. Overall, the greatest challenge was ‘internet connectivity’. This
was true of both men and women and respondents both in and outside Dublin.

e For small and medium organisations, the biggest challenge was that complete files are
not available digitally.

e For large organisations the biggest challenge is internet connectivity.

Remote office set-up

Respondents were asked to rate their current remote office setup, with just 13% regarding it as
‘Poor’. These figures reflect a slight reduction from similar responses contained in the NUIG Study,
which showed that 45% of respondents regarded their set-up as ‘Good’ and 35% regarded it as
‘Average’ with 18% indicating it was a “Problem” or a “Significant Problem”.

93% of respondents in large organisations stated that their remote office set-up was ‘Good’ or
‘Average’, compared to 79% of those working in small organisations. This is perhaps reflective of
increased resources at the disposal of large organisations.

How would you rate your working from home set up?

= Good
H Average

Poor
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Employers’ provision of equipment

The level of equipment provided by employers at the outset of the Covid-19 pandemic shows a
significant difference between organisation type, with 16% of respondents not provided with any
equipment by their employers (this increases to one third of small organisations).

84% of respondents in large organisations were provided with a laptop/PC, compared to 60% of
those working in small organisations. 34% of respondents were provided with office furniture and
51% were provided with monitors/screens (74% of respondents in large organisations, compared to
23% of those working in small organisations).

Following lockdown, what equipment was provided by your
employer? Select as many as are applicable

None

Additional internet capacity/connectivity
Other Accessories (keyboard/dictaphone etc)
Office furniture (desk/chair)

Monitors / screens

Laptop/PC
0% 20% 40% 60% 80%
That being said, 82% of respondents were satisfied that their employer had put in place the IT

technology and tools required to facilitate working remotely, with the most marked difference
between those working in large organisations (92%) and those in small organisations (70%).

Do you feel your firm/organisation put in place the IT
technologies/tools required to facilitate working from
home?

mYes

mNo

90% of respondents were satisfied that they adapted successfully to technologies required to work
remotely.

As noted earlier in this Survey Report, An Tanaiste and Minister for Enterprise, Trade and
Employment, Leo Varadkar TD published a report on 20 August 2021 based on 175 submissions
received as part of the process under way to draft laws to give employees the right to request remote
work.*



https://www.gov.ie/en/publication/0311d-report-on-the-submissions-received-from-the-consultation-on-right-to-request-remote-working/
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When asked whether employers should bear the cost of equipment, 85% of respondents were in
favour of the employer bearing the cost, while 10% were not in favour. 12% of those who responded
suggest the introduction of a Government grant or tax incentive scheme, similar to the Cycle-to-
Work scheme.

Should the employer bear the cost of providing all equipment
for remote working arrangement as well as covering the cost
of maintenance

mYes
mNo

No Answer

Graph on whether employers
should bear the cost of
equipment taken from Report
on the submissions received
from the Consultation on Right
to Request Remote Working
dated 20th August 2021
Employee response to technology and purchasing equipment

61% of respondents purchased or supplied equipment to enable remote working, with the most
common equipment being office furniture (58%), printers (33%), and additional internet connectivity
(32%). Despite the Report published in August 2021 which provided that 85% of respondents were
in favour of the employer bearing the cost, this Survey suggests that employees supply some
equipment.

If you purchased equipment, did you buy any of the
following
Office furniture (desk/chair)

Other accessories (keyboard/dictaphone
etc.)

Printer

Additional internet capacity or connectivity
Monitors/Screens

Laptop/PC

Phone (mobile or landline)

0% 10% 20% 30% 40% 50% 60% 70%

The median spend on equipment by employees was approximately €300 based on 731 respondents
where employees were buying office furniture (desk/chair), other accessories
(keyboard/dictaphone), printers and monitors.

The need to purchase equipment appears to correlate with level of qualification, for example in
relation to office furniture (68% of respondents of less than 2 years’ qualification compared to 51%
of those with 10+years qualification). This may reflect the fact that those with higher PQE levels
already had home office furniture.
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Do you feel you have adapted successfully to the Did you purchase/supply any equipment to enable you to
technologies required to work from home? work from home?

3.3  Working Remotely: Future Preferences

The landscape of work arrangements was dramatically impacted by the Covid-19 pandemic.
However, it is not yet known whether this will have a lasting effect on the legal profession into the
future.

In Section 3.1, the Survey Report examined the prevalence, challenges and benefits of remote
work and in Section 3.2, the supports provided to and required by solicitor staff is highlighted. In
this section, the Survey Report assesses the willingness of employers to facilitate remote or hybrid
work arrangements into the future and the extent to which such flexibility will be a factor in attracting
and retaining solicitor staff.

This section also touches upon the future needs of solicitor staff, in terms of supports required from
employers and the Law Society of Ireland.

Some of the key themes arising from this section of the report, and further detailed
below, are:

e Respondents would prefer a hybrid model of working rather than working exclusively
remotely or full time in an office.

e 36.5% of respondents indicated that ‘work/life balance’ is their key priority, followed by
‘flexible working arrangements’ (29.9%).

o 64% of respondents stated that the provision of remote working arrangements would
influence whether they will remain with their organisation/employer. Based on these
results, the provision of remote working arrangements is something employers should
give serious consideration to if they want to retain employees.

e There is an evident need for the Law Society of Ireland and employers to develop
training and policies around remote working arrangements, to touch on key points
such as information security and wellbeing.

e Respondents working in larger organisations appear concerned by a lack of
engagement communication from their employers whereas the rollout of cloud-based
case management and document management systems is a concern for those
working in smaller organisations.

e The need for improved internet connectivity is common across all demographics.
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Preferences for future working arrangements

When asked about future work preferences, 91% of respondents want some form of hybrid working.
This is a marked contrast to the NUIG Study, where 67% of respondents wanted hybrid working.
Similarly, only 5% of respondents would like to work remotely fulltime compared to 27% in the NUIG
Study.

The demographic analysis is also telling:

e 85% of women want some form of hybrid working compared to 77% of men.

o 17% of respondents based out of Dublin ‘never or ‘infrequently’ want to work remotely
compared to 10% in Dublin.

o 15% of people with children ‘never’ or ‘infrequently’ want to work remotely compared to 10% of
people with no children.

e More solicitors in small (8%) and medium organisations (6%) never want to work remotely
compared to only 1% of those working in large organisations. The difference is also evident with
those wishing to work 4 or less days a month remotely (7% in large organisations compared to
16% in small organisations and 8% in medium organisations).

e Most respondents want to work remotely 1-2 days a week (small organisations - 44%, medium
organisations - 44%, large organisations - 35%).

e More people in large organisations want to work
remotely 3 or more days a week (22%) compared “Hybrid model gives flexibility but
to medium (orgar)ﬂsa;c\ions (17%)d or s(rjnall 2 - 3 days in office still
organisations (11%). The same trend is evident ”
in those seeking fully flexible arrangements necessary.” — Respondent
(large  organisations -  30%, medium
organisations - 24%, small organisations - 18%).

e More people in large organisations want to work
full time remotely (6%) compared to those in small (2%) or medium (2%) organisations.

e The overall figures are slightly higher among
respondents working in-house and in public “Has proved successful flexible
sector roles, with 86% of inhouse solicitors work arrangements will mean
Wanting some form of hybrld Working and 89% of less burn out and more retention
public sector solicitors. 4% of inhouse of staff and strengthening of
respondents and 6% in the public sector ‘never’ e
or ‘infrequently’ want to work remotely. 10% of DRI - S e
solicitors working inhouse and 5% of public
sector solicitors want to work remotely fulltime.
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How often would you like to work from home in the future?

Full time at home

Fully flexible (choose your own arrangements)
Frequently (3 or more days per week)
Sometimes (1-2 days per week)

Infrequently (less than 4 time per month)

Never

0% 5% 10% 15% 20% 25% 30% 35% 40%

Priorities for future working

Respondents were asked to rank what things would be most important when thinking about work in
the future. Of the 399 respondents who signalled preferences, 36.5% indicated that ‘work/life
balance’ would be their key priority, followed by ‘flexible working arrangements’ (29.9%). The same
ranking was given to these things by both men and women, those in small, medium and large
organisations and those in Dublin and outside.

Interestingly, of the five options provided, ‘career progression’ was the least important factor for
respondents (9.3%).

Female respondents and respondents working in small organisations considered a ‘four-day
working week’ more important than ‘career progression’, whereas the opposite was the case for
male respondents and those working in medium or large organisations. In a similar vein, for
respondents based outside Dublin, ‘career progression’ was less important than a ‘four-day working
week’.

Respondents were offered the option of a four-day week within the context of selecting multiple
choices and we recommend further study on preferences around a four-day week in the future.

In thinking about work in the future, rank the following in
4 terms of importance to you.

3
2
1
0
Work life balance Flexible working Salary Career progression Four day working
arrangements week
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Informing solicitor staff of future plans

At the time of the Survey just over 60% of employers had indicated to respondents whether remote
working arrangements would be available in the future. In Dublin this figure was slightly higher at
66% and large organisations were most likely to have indicated this to employees (70%) compared
to 51% of small organisations. The highest figure was for respondents working in-house with 78%
of organisations having informed their employees of future working arrangements.

Has your employer indicated whether remote/flexible
working arrangements will be available in future?

mYes

mNo

Impact on career progression

45% of solicitors felt that working remotely would not affect their career progression. This was
slightly lower than the NUIG Study, where 49% of respondents thought their career progression
would not be affected. Only 5% of respondents thought career progression would be greatly or mildly
improved, in marked contrast to 30% of respondents to the NUIG Study when asked a similar
guestion. It is clear from these results that solicitors consider that remote working may affect their
career progression, in contrast to the cross-industry respondent population in the NUIG Study.
Employers will need to factor this into their career progression plans to allay fears and address
potential inequalities that would emerge depending on flexible working arrangements

If you were working remotely, rather than working
predominantly from the office, do you you feel your career
progression would be:
Severely adversely affected
Mildly adversely affected
Not impacted

Mildly improved

Greatly improved

0% 10% 20% 30% 40% 50%
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Influence on solicitor staff retention

Almost two thirds (64%) of respondents stated that the provision of remote working arrangements
would influence whether they will remain with their organisation/employer. This figure was higher
among women (69%) than men (55%). It was also significantly higher among respondents with no
children (71%) than those with children (59%) and those working in large organisations (75%) than
medium organisations (61%) and small organisations (46%). This figure was highest with inhouse
solicitors (83%). Based on these results, the provision of remote working arrangements is something
employers should give serious consideration to if they want to retain valuable talent.

Will the provision of remote working arrangements
influence whether you will remain with your employer
/organisation?

Future supports needed

“Wellbeing supports are in
place but consist of access
to an external mental
health service/counselling
which | feel no need to
access. My preference
would be to provide a
budget for this per
employee, which the
employee could choose
how to use for wellbeing

The Future Way We Work

mYes

mNo

Respondents were asked to provide detail on additional
supports they think will be required to work effectively on a
remote basis in future: 55% stated a need for office and
computer equipment, 44% required improved internet
connectivity, and 41% required their own working space.

There is no significant difference across demographics, save
that managing child and family care is a priority for 27% of
female respondents, compared to just 9% of male
respondents.
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60%

50%

40%

30%

20%

10%

0%

In future what additional supports will you need to be able
to work effectively from home ?

Office & computer equipment

Improved internet
connectivity/capacity/broadband

Own working space

Family & child care

Other (please specify)

0% 10% 20% 30% 40% 50% 60%

In relation to what additional supports could be put in

place by employers, 49% see a need for policies and “Emails sent after 8om should not
guidelines on remote/flexible working, 48% see aneed ~ be delivered until 8am the next
for additional engagement and communication from morning subject to an exception”
management (particularly those in medium and large - Respondent

organisations) and 40% see additional IT supports and

training as being required. Other suggestions made by

respondents included:

office furniture and IT for home workers;

IT in the office to allow remote workers connect in; « ,
The Law  Society should

employers paying for increased utilities, for proactively advocate on behalf of

example internet, heat and lighting; employees of legal firms in
social events; encouraging firms to allow remote
working/flexible working

a clear statement that remote working will not

. o conditions”™ Respondent
Impact career progression;

structures around times to email/phone; and

cloud case management systems.

What additional supports should be put in place by your employer?

Policy and Engagement & IT supports and ~ Well-being  Cloud based case None Other (please
guidelines on  communication training supports management specify)
remote/flexible from and digital files
working management

m Responses
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70%

607%

50%

40%

30%

20%

10%

0%

It relation to what additional supports could be put in place
by the Law Society of Ireland, 59% of respondents see a
need for additional training courses, guidance/protocol and
policies on remoting working, and 50% see a need for
guidance on data privacy requirements (particularly
respondents in small organisations). 45% of respondents
see a need for additional wellbeing supports. Other
suggestions made by respondents included:

liaising with the Courts Service re e-litigation and remote
courts;

encouraging employers to offer remote working;

online CPD;

“A particular focus needs to
be put on female solicitors
on whom the caring
responsibility
(children/elderly) seems to
have fallen
disproportionately in the
pandemic...” - Respondent

guidance on emails outside work hours and right to disconnect/switch off;

IT training including on legal search engines; and

IT training, perhaps from fellow solicitors, on the various case management systems.

What additional supports could be put in place by the Law Society?

Guidance on Draft Training courses Guidance on data
monitoring of Protocols/policies  (IT, Working protection
remote working on remote remotely, data  requirements
working protection etc)

The Future Way We Work

Wellbeing None Other (please
supports specify)




Younger Members Committee of the Law Society of Ireland

3.4  Working Remotely: Management Perspective

The Survey posed additional voluntary questions to practice owners and equity partners specifically
targeted at those who manage employees. A quarter of respondents were either Partners of law
firms or Sole Practitioners. Three voluntary questions were posed to managers of employees and
95% of eligible participants answered these questions.

Some of the key themes arising from this section of the report, and further detailed
below, are:

e The majority of management respondents view the Covid-19 pandemic as having no
impact on employee career progression although a significant number (28%) see it as
having a negative impact. Employees however are more concerned about this issue
with 50% reporting a perceived negative impact.

e Training, mentoring and supervising colleagues and solicitor staff is a key concern for
management and solicitor staff alike. Future working practices will need to positively
and actively address both the perception and reality of how organisations manage,
support and train team members at all levels in the future working environment.

e Management respondents indicated that the most positive impact of remote working
arrangements, due to Covid-19 restrictions, has been the impact on ‘work-life balance’
and solicitor staff wellbeing. Interestingly, data security is not a significant concern for
management respondents.

e A key challenge with maintaining a remote or hybrid work environment is the ability of
organisations to maintain culture, particularly among larger organisations, and the
potentially negative impact on collaboration and communication within an organisation.

e The majority of organisations have adapted measures by which staff performance is
monitored, with a preference for regular review meetings and use of measurable targets
(particularly among larger organisations). Solicitor staff, particularly those less
experienced, are not open to increased monitoring of performance and would find it
more stressful.

e The willingness of management to facilitate remote work arrangements is likely to be a
key factor in attracting and retaining valuable talent going forward, although some
practice areas (such as litigation and conveyancing) may be more demanding in terms
of requiring on-site attendance. Overall, from an employer perspective, managers are
positive towards remote working with 68% saying they are likely, very likely or definitely
going to facilitate it.

The Future Way We Work




Younger Members Committee of the Law Society of Ireland

Impact of the pandemic on legal firms/organisations

Respondents who manage employees were asked to rate the impact of the pandemic on their
firm/organisation. Overall, these respondents view the pandemic as having a more negative impact
than positive, however most feel the pandemic has had no significant impact. There is a bias in
negative perception with larger organisations seeing the impact significantly more negatively than
peers in smaller organisations.

Work/life balance & staff well-being
Collaboration and communication
Maintaining influence & firm culture
Training and mentoring staff
GDPR/Data Security

Keeping staff motivated & productive
Monitoring Performance

Employee Career Progression

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

m Positive impact  ®No change Negative impact

Impact on work life balance and staff well-being

The Survey findings show that from management’s perspective, the standout positive impact of the
pandemic by far has been the impact on ‘work/life balance’ and solicitor staff wellbeing (45%).
However, it is notable that 29% of respondents felt there has been a negative impact in this area.
Given this is a management perspective it is interesting that this correlates with the overall Survey
result where work life balance and flexible working arrangements ranked highest for individuals in
terms of importance for future working arrangements.

As seen earlier in this Survey Report, a majority of employees also reported that the provision of
flexible and remote working arrangements will influence their career decisions. Employers will need
to carefully consider these benefits and individual preferences when looking to future working
arrangements as we move to the post-pandemic phase.

Impact on GDPR and Data Security

It is interesting to note that 67% of managers felt that “It is the view that it is too difficult
the pandemic had no impact on GDPR and data from a managerial and data

security, despite public commentary around the protection perspective to facilitate

:fr']spl)j:(':twnh only 21% viewing it as having a negative remote working” - Respondent
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Impact on Career progression & solicitor staff training

For most organisations (66%), management view the pandemic as having no impact on employee
career progression although a significant number (28%) see it as having a negative impact. This
result is consistent across the profession, with small, medium and large organisations reporting
similar results.

Employees however are more concerned about this issue with 50% reporting a perception that
remote working will mildly or severely adversely affect their career progression.

54% of management respondents view the training and mentoring of solicitor staff as having been
negatively impacted however this concern is more prevalent in larger organisations (85%). In a
similar vein, as noted earlier in this Survey Report, 73% of employees also see remote working as
having a challenging effect on an organisation’s ability to train and instruct junior solicitor colleagues.

Keeping staff motivated and productive

While 56% of managers found that remote working had a positive impact or no change on employee
motivation levels, a significant proportion (44%) of management respondents felt that the Covid-19
pandemic and new work environment had a negative impact on maintaining staff motivation and
productivity. For larger organisations, as compared to medium and small organisations, this is a
much bigger perceived issue with approximately 80% of these organisations indicating it has had a
negative impact. This might suggest that larger organisations, with bigger teams, may have less
'social glue’ to rely on and are less likely to have had face to face communication during the last 18
months.

Maintaining influence in the employment marketplace and organisation culture

On maintaining influence and organisation culture, opinion is generally neutral to negative with just
14% reporting it has had a positive impact. Nearly half of management respondents reported it had
no impact, however two in five management respondents felt it had a negative impact on maintaining
influence and organisation culture. For medium and larger organisations, this impact is perceived
as greater with 78% of medium and 67% of larger organisations indicating a negative impact (as
compared to 29% of smaller organisations). This would indicate that the larger the organisation and
team size the more difficult it is to maintain cultural influence and engagement.

Collaboration and communication

With respect to the impact on team collaboration overall the feeling is that remote working has had
negative consequences on collaboration and communication, with only 19% of respondents
indicating a positive impact and 38% reporting no change. Again, there was division where 44%
found this area had been negatively impacted. Of that cohort, smaller organisations (37%) felt they
had been negatively impacted, compared to 67% of medium organisations and 74% of larger
organisations (74%).
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Monitoring performance

In terms of monitoring performance of employees, 43% of management respondents saw the
pandemic as having a negative impact with just 7% seeing it as positive while 50% saw no change.
This was reasonably consistent regardless of organisation size.

Management respondents were also asked what additional steps employers have been taking to
monitor employees. 44% reported they have made no changes to employee monitoring regardless
of the pandemic, however 52% use regular review meetings, 16% technology monitoring and 13%
use measurable targets and KPIs.

What additional steps have you taken to monitor
60% employees? (All Firms)

50%
40%
30%
20%

10%

0%
Regular None, monitoring Monitoring through  Measurable targets /
reviews/meetings  employees outside of technology e.g. email KPlIs
the office has/will be  monitoring, screen
the same as those  timeouts, monitoring
working remotely.  computer clicks etc,

Larger organisations report they have been more proactive in employee monitoring with 78% of
larger organisations using regular review meetings and four in ten using measurable targets/KPI.
Only 30% of larger organisations have not made any changes to monitoring of employees.

Larger organisations are electing to manage and monitor their employees through meetings rather
than electronically and this approach may make sense when thinking about attracting and retaining
staff given that the Survey findings found that 58% of respondents overall are not open to electronic
monitoring of performance whilst working remotely.

What additional steps have you taken to monitor

90% employees? (Larger Organisations)
80%
70%
60%
50%
40%
30%
20%
10%

0%

Regular None, monitoring  Measurable targets /  Monitoring through
reviews/meetings  employees outside of KPIs technology e.g. email
the office has/will be monitoring, screen
the same as those timeouts, monitoring
working remotely. computer clicks etc,

In respect of increased monitoring electronically, 58% of all respondents were not open to increased
monitoring electronically. It is important to note when considering solicitor staff engagement, that a
significant majority (74%) of more recently qualified solicitors are not open to additional monitoring
through technology with 76% indicating that they would find this more stressful.
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What are your views on increased monitoring
electronically (computer/email) while working
remotely?

m Open to it if it was
proportionate and would help
my employer monitor
performance

= Not open to it - monitoring
performance should remain
the same as if in the office

Employers willingness to facilitate remote working going forward

Overall, from an employer perspective managers are
positive to remote working with 68% saying they are
likely, very likely or definitely going to facilitate it. One
in five organisations will definitely facilitate it.

“It worked very well for us

especially because our staff

have children so if child sick or

close contact they could

continue to work from home” -

“Employees prefer it as it

eliminates commuting.” - Common reasons

Respondent for facilitating remote working range from the immediate
pandemic health concerns and requirements through to the
demonstrated success of the remote working model,
organisational flexibility, and employee expectations.

How likely is your firm to facilitate remote working going
35.00% forward?
30.00%
25.00%
20.00%
15.00%
10.00%

5.00%

0.00%
Will not Unlikely Likely Very Likely Definitely
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One in three managers are unlikely or will not

facilitate remote working with 10% of the overall “I trust the people | work with it
number stating they will not facilitate remote working. and as long as they get their work
For those who have indicated they will not facilitate = done, they can work as flexibly as
remote working reasons include the need to meet they like.” - Respondent

clients, employee laissez-faire attitudes, the culture

of the particular organisation and difficulty in

managing work and employees.

Impact on the employment market and analysis of some key practice areas

There is an interesting bias between large “ . . ,
organisations being more open to flexible and remote we def’”’te’!’ V'ff” as staff want
working and smaller organisations less likely to adopt =~ émote working” - Respondent
this going forward. It could be concluded that there is

a potential for larger organisations to seek talent

regardless of geography by facilitating remote

working and potentially attracting talent at the expense of smaller organisations:

e No management respondents from larger organisations indicated that remote working would
not be an option going forward.

e For medium sized organisations, there was a split with 55% indicating they will not or will be
unlikely to facilitate remote working and 45% that indicating it would be likely or very likely. Many
solicitors working in medium sized organisations have longer commutes with 22% having
commutes of more than 60 minutes.

e For smaller organisations, 35% indicated that they will not, or will be unlikely to, facilitate remote
working and surprisingly 65% indicated that this arrangement would be likely or definite. This
may indicate that those in smaller organisations recognise the need to adapt to attract and retain
talent.

This Survey also included analysis of particular key practice areas to determine what impact the
availability of remote working or flexibility will potentially have on individual career decisions.

Conveyancing

Of those who indicated they were practising in conveyancing, only 26% of all respondents reported
that they are working completely remotely since the outbreak of Covid-19. This may indicate that
conveyancing practice will not be wholly compatible with a full remote working model. Nearly half of
individuals practising in conveyancing confirmed that their employer has already advised them that
remote/flexible working will be available in the future. It is notable that a significant majority (59%)
of conveyancers indicated that the provision of flexible/remote working in the future will influence
their future career decisions suggesting a possible increased solicitor staff turnover in organisations
offering less flexibility post pandemic. Further developments like the development of e-
conveyancing may also contribute to the development of work practices and increased flexible work
opportunities for this important practice area.

Litigation

Just over a quarter (26%) of all respondents who indicated they were practising in litigation also
reported that they are working completely remotely since the outbreak of Covid-19. This also
indicates an area of practice that does not completely lend itself to a fully remote working model.
58% of litigators confirmed that their employer has already advised them that remote or flexible
working will be available in the future indicating that, again, a significant proportion are already
working within a hybrid model. Overall, 62% of litigation solicitors indicated that flexible or remote
working will influence their career decisions. We believe it would be worthwhile performing further
research on developments regarding remote courts and what impact this may have on remote or
flexible working.
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General Practice

90% of general practitioners (148 in total) who responded to the Survey came from smaller
organisations and only 9% of respondents in this cohort reported that they were working completely
remotely since the outbreak of Covid-19. A relatively low proportion (43%) confirmed that their
employer had advised them that remote or flexible working will be available in the future. 40% of
general practitioners indicated that the provision of remote working would influence their future
career decisions and this result may be influenced by geography as practitioners living outside of
Dublin may already live proximate to their office and commuting is less of an issue.

PQE effect on need for flexibility

While the overall numbers reveal that flexibility is a critical component of workplace planning, there
are cohorts of solicitors who value a predominantly office-based situation or who will not consider
flexibility and remote working as part of their career decision criteria. The table below demonstrates
the key point that less qualified solicitors are more likely to expect greater flexibility in work
arrangements, when reviewing their career and potential opportunities.

Respondents who are 10+ years qualified may already have flexibility, live proximate to their place
of work or have fewer childcare commitments compared to those who are less qualified. They may
also be at more senior levels or have partnership/ownership/equity and have developed work
modality to fit with the requirements of these positions including supervisory and management
responsibilities.

100%

84% 82%
80% 73%
60% > 6%
40% 27%
20% 16% 18% I—
(]
0-2 3-5 6-9 10+

Flexibility will influence career decision m Flexibility will not influence career decision
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Appendix - Respondent Population

Please indicate your gender.

0%

In which county do you live?

3%
8%
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Do you have children?

In what type of organisation are you working in?
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What is your area of practice?
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How many years are you qualified as a solicitor in Ireland?

~

What position do you hold in your organisation?
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