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Abstract

Mentoring can be conceptualisedlifferently accordingto the contributor, but at the core of the
mentoring practiceis a focus on learning, power sharing,inclusivity, participatory actionsand

democratieengagement.

Increasinglyyoungemeopledesireabetterwork/ life balanceTheywantto beempoweredto thrive
andbemorein chargeof their careerbuilding. As aresult thisyoungergeneratiorrequireso bekept
motivatedn their careerandalsoto haveacces$o guideswho canhelpthemachievesuchabalane.
Formanyyearsmenhavebenefitedrom informal mentoringin maledominatedields while women
experiencedlifficulty in findingmentorsan masculineorganizatiorculture.It canbearguedhatthis
is the placefor careermentoringprogramme. Mentoringis a directive form of help, especially
benefitingearly careeinindividualson theirjourneyto themostseniorlevels.It is meantto reducethe
chancegor, in the contextof thisresearchlaw firms losing valuableindividualsand asa by-product
of advancingthe careeraspirationsof this group to enablethem to prosperin an increasingly

competitiveenvironment

Furthermore mentoringaims to help developbetter professionalpractice, collaborationbetween
different generationsof law firm leadersand cultural intelligence. Indirect benefits of effective
mentoringprogrammesanincludeareductionin staffturnoverandtheassociatedostsin recruiting
replacementsand motivating and/orreplacingunderperformingndividuals who are nat actingto
theirfull capacity.Thementoringprogrammaemnay offer a solutionto suchproblemsor perhapsould
beusedto anticipatethem, createsolutionsandthusestablishbetterfunctioninglaw firms. Together

with the mentorswho haverelevantexperenceand knowledge they are ableto proffer guidance,

! Anthena VongalisMacrow, Career Moves: Mentoring for WomenAdvancing Their Career and Leadershipin
Academia(SpringerScienceX BusinessVledia2014)XV Preface.
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adviceandrecommendationtd menteesThe focusthenstayson real and practicaldevelopment,

helpingindividualsto developtheir careerso moreseniorlevelswith the supportof the mentor.

This empirical, qualitative study is basedon female O D Z \ ldXp&fi§nce®f mentoringat various
stage®f theirlegalcareersParticularfocusis put on femalelawyersandtheir careemprogressionso
more senior levels of the professionwith the suppot of eithevor formal or informal mentoring
programmesThe participantgo this studywerepractisinglawyersat different phase®f their legal
careersHence,the participantsfperceptionffer a rangeof views andevidencewhich helpwhen

drawing condusionsfrom the contrastingperspectivesf ther sharedexperiences.

Thevariedmentoringpracticesevidencedn this researchincorporatdormal mentoringprogrammes
establishedo runfor adesignategheriodof time; informal mentoringprogrammes®peratingwith no
suchfixed duration andformal mentoringprogrammesvhich progresgo aninformal type,andthen
continueindefinitely. The findings demonstrataliversesupportsuchas positive developmentof
broademetworking,professionahndpersonafgrowth of P H Q Webhifidéficeandindividual career
progressionln additionto the above,significantenthusiasnwasreportedfor the developmenbf a
multi-mentorform of supportto furtherimprovefemale O D Z \ Edie¥firogressionsHowever,an
ultimate conclusionis thefinding of a generalack of consistencyn mentoringsupportamongsthe

participatingO D Z \ EnipMersvhich continuesto limit theeffectivenessf mentoringn law firms.
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Preface

A belief thatwomenare equalto menandthereforeentitledto equalrights and opportunitieswas
espousedduring the French Revolution in 1789.% In the subsequentyears, women started

systematicallyto questionsexualinequalityandto takestepstowardsbringing aboutchangé:

Priorto 1900a Z R P D QI4c¥ in manyWesternculturesat least,wasin the home?® A patriarchal
systemheldthatwomenbelongedo their menfolk, beforemarriagethis wastheir fatherandlatterly
their husband. Wealthy femaleswere the only oneswho could experiencea greaterdegreeof
independencddowever, even from the eighteenthcentury feminism has been a developing
movementndits effectscould be observedn manyaspect®f femalelife suchaseducationfamily

life, professionalvork, politics andsoon.

1876 wasa particularlyimportantyearin relationto the emancipatiorof womenand sawthe first
applicationof awomanto beadmittedasa solicitorin England Her applicationwasrejectedwith no
further action taken. There were very few women engagedin the profession,and of those,
employmentaslegal assistant$o solicitorswasthe furthest they rosein their career In 1912,the
Legal Profession(Admissionof Women)Bill wasintroducedinto Parliamentto enablewomento
becomesolicitors It failed to get sufficient supportto becomelegislation. A further two Bills
followedin 1914andin 1917,the : R O P HBillfavidthe % D U U lavo\8dHditor ¥ Bill . Similarly,

bothfailed to attractsufficientsupportto becomeActs.

2 Eric D. Widmer and Gilbert Ritschard, u 7 KDd-Standardizatiorof the Life Course:Are Men andWomen (TXDO"
(2009)14(1-2) Advancedn Life CourseResearct?28-39.
3 Period of far-reachingsocial and political upheavalin Franceand its colonieswhich overthrewthe monarchyand
establishecrepublic.
4 SusarmA. Mann, 1 6 O D ShatgdroppingandSexual, Q H T X [1980)a4\4) Journalof Womenin CultureandSociety
774798.
5 Holly J. McCammon Lyndi Hewitt and SandySmith, p 3 1WeaponSave $ U J X P HSQatgicFrameAmplification
in theU.S.WomanSuffrage 0 R Y H P HZDO¥M(3) The SociologicalQuarterly529-556.
6 CaroleShammasu 5-Assessinghe Married : R P H @Pfoperty $ F W19%4)6(1) Journalof : R P H QHiistory 9-30.
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Subsequentlythe Courtof Appealin Bebbv Law Society rejectecanappealdecidng thatthefemale
claimantwasnot @ personfwithin the termsof the SolicitorsAct 1843.This casedemonstrate the
antagonismwomenhad to suffer in acquiing fairnessof nolition and unwillingnessof the legal
professiorto admitwomen A significantyearin thehistoryof womenin thelegalprofessiorbrought
thefirst woman,DorothyBonjareealaw studenwhograduatedh theUK, in 19178 Then theformal
barriersexcludingwomenfrom the legal professionwere formally removedby virtue of the Sex
Disqualification(Removal)Act 1919° The man driving factor for the implementatiorof the 1919
Act wasto eliminatelegalinequalitiesbaseduponsex.Despitethe 1919 Act removingthe barriers
for womento enterthelegal professionit actuallyfailed to actively give womenrightsandtherefore
its impact was rather limited. Furthermore,women were prohibited from entering foreign and
diplomaticservicesfor example andjudgeswere permittedto appointall-malejuries.Nonetheless,
the1919Act wasasignificantstepforwardsandasignificantlandmarktowardsfurtherdevelopments

andprogressiongor womenin law.

The developmentsurroundingthe 1919 Act certainly helpedwomento enterthe legal profession
overturningasit did the commonlaw decisionwhich had declaredwomenunfit to take up public
office.1? SubsequentlyCarol Morrison'! and three other women, Maud Crofts*? Mary Elizabeth
Pickup® and Mary Elaine Sykes* becamethe first womenin Englandto qualify as solicitors and

enterthelegalprofessionThroughoudecadeshereafterfurtherlawswereimplementedo helpand

" Bebbv Law Society[1914] Ch. 286.

8 Ulrike SchultzandGiselaShaw,Womerin the : R U Ol@dalProfessiongHart Publishing2003)144.

9 The Sex Disqualification (Removal) Act 1919 is an equal opportunitieslegislation enablingwomen to join the

professionsncluding becomdawyersandmagistratesindsit on juriesfor thefirst time in thelifetime. Sectionl states:
K Personshallnot be disqualifiedby sexor marriagefrom the exerciseof any public function, or from beingappointed
to or holding any civil or judicial office or post, or from enteringor assumingor carrying on any civil professionor

vocation,or for admissionto any incorporatedsociety (whetherincorporatedby Royal Charteror otherwise),[and a

personshallnotbe exemptedy sexor marriagefrom theliability to serveasajuror] «

10 Ulrike SchultsandGiselaShaw,Womerin the : R U Ol@ga\ProfessionHart Publisking 2003)139-158.

11 Thefirst womanto be admittedasa solicitor in England.

2 A British suffragist,anauthorandsolicitor who graduatedrom Girton College,Cambridgewith First ClassHonours.
Maudwasrefuseda degreeébecausshewasawoman.

13 A British solicitor who earneda BA degreerom University of Walesandbecamea partnerin 1923.

4 A British solicitor andthe only womanon the HuddersfieldTown Councilwho becamehe first womanto be elected
asMayoressof Huddersfield.
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supportwomen in their ongoing development,including the Equal Pay Act 1970,'° the Sex
Discrimination Act 19752 the EmploymentEquality (Sex Discrimination)Regulations2005 and

the Equality Act 2010(a consolidatingone)*®

In particular, since 1969 the law of Equal Pay was for many middle-class women their first
opportunityto summonawarenesf equalrights in the workplace.Feminismis underpinnedoy
notionsof equality, remainingdistinctive and retaininggenderidentity. Over a centuryago from
having merely housekeepingesponsibilitiesthe imageof the femalehasdevelopedsignificantly.
With manyrights still unavailableto women,femalecivilisation commencedlaiming legal rights
andentitlementsvhich for centuriesveresimply deniedandwereunavailablelnto the twenty first
centurywomencontinuedto prove that despitehaving increasingdutiesand a, perceivedat least,
les®er physicalstrengthcomparedvith men,theyarestill ableto be successfuimothershousewives

andcareemwomen.

Since the 1919 Act the first 100 years mark significant achievementdor womenin the legal
professionTheseremarkableongoingdevelopmentsontinueto assistvomenin law fulfilling their
ambitionsandpotentialfor future progressionsDriven andaspiing womenlawyersare continuing
to make their mark in the professionwhile rememberingthe strugglesduring the last century.

ElizabethCruickshanka femalelawyer, statedthatwomenlawyershavecomealongway from the

15 The Equal Pay Act 1970 prohibited any lessfavourabletreatmentbetweenmen and womenin termsof pay and
conditionsof employment.

18 The Sex Discrimination Act 1975 protectedmen and womenfrom discriminationon the groundsof sex or marital
status.The Act concernedcemployment training, education harassmenthe provision of goodsand servicesandthe
disposabf promises.

" TheEmploymeniEquality (SexDiscrimination)Regulation®2005S1 2005/2467amendinghe SexDiscriminationAct
1975andthe Equal Pay Act 1970, becamelaw on 1 October2005. The Regulationsintroducedamendment$o sex
discriminationandequalpay legislationdesignedo fulfil the UK's obligationsunderthe Equal TreatmentAmendment
Directive (No. 2002/73).

8 The Equality Act 2010is an Act of Parliamenbf the United Kingdom providing informationandguidancencluding
agediscriminationandpublic sectorEquality Duty.
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time thatflexible working could on the whole be summedup ascareerfollowed by marriageandno

careeratall.*®

Therefore,my thesisfocuse on the advancementof female O D Z \ Hdde€r§ particularly with the
supportof mentoringprogrammegprovidedat variousstagef theirlegal careersandthebeneficial
impactthis hason their careemprogressionThe main purposeof this studyis to examinethe effects
of mentoringopportunitiesn law firms with aparticularffocusonfemale O D Z \ Ebte¥ifrogression.
This thesisprovides anoriginal contributionto knowledgeby presentingempirically basedevidence
of the effects of mentoring programmes,and its constituentsupport and assistancefo those

participatinglaw firms aswell astheir femalelawyers{experiences.

19 ElizabethCruickshankWomerin the Law (The Law Society2003)1.
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Chapter 1 Introduction

1.1  Background

Theconcepof mentoringwasinitiatedin Greekmythology. + R P HQdy36eyis widely recognised
asthe original sourceof the conceptof mentoring?® A figurein + R P H Ody$seyMentor, wasa
wise andfaithful advisorentrustedo protect 2 G \ V V ohVIglgmachuswhile Odysseusailedto
Troy to fight in thewar 2! The original mentoringprototypesymbolisegsheimagesof bothnmaleand
female whereMentorwasamanandAthena thefemaleof goddes®f wisdom,assumedhisformin

orderto guide,teachandprotectyoungTelemachug?

In essencementoringrecogniss the interrelationwherea seniorpersonhelpsa morejunior person
by providing guidanceandsupportwith aview to completinga task.In otherwords, mentoringis a
methodof practiceusedto achievepersonalaims setby individuals with alignedinteress. More
specifically, this confidential oneto-one relationshipincludes an individual who usesa more
experiencedpersonas a gounding board{for guidance.This protectedand nonjudgemental
relationshipfacilitates a wide rangeof learning, experimentaon and developmentldeally, this
relationshipis built on mutualregard trustandrespect® This guidedform of supporthelpsjuniors
to enhanceheirskills andprogressheir careerdo moreseniorlevels. Theprocesof interactionwith
a seniorcadleagueallows that S H U Vakig§eviceand relevantskills to be transferreato help the

M X Q giewtaviddevelopment.

20 GeorgeChapmarandRichardHooper, TheOdysseysf Homer(GyanBooksPvt. Ltd 2016).

21 Belle R. Raginsand Kathy E. Kram, The Handbookof Mentoring at Work: Theory,Researchand Practice (Sage
PublishingLtd 2007)3.

22Belle R. Raginsand Kathy E. Kram, The Handbookof Mentoring at Work: Theory,Researchand Practice (Sage
PublishingLtd 2007)4.

23 BusinesdVales,LlywodraethCymruWelshGovernmenCoachingGuide(Public ServiceManagemenWales,Welsh

Governmen2013)<https://businessvies.gov.wales/mentoring/accesse@1 October2019.
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1.2 Structureof the thesis

Themainpurposeof this studyis to examinethe effectsof mentoringopportunitiesn law firms with
aparticularfocuson female O D Z \ Ede¥firogressionin the first substantivechapter(Chapter2,
Literature Review), | identify the prevailing literature gaps surroundingthe effectivenessof
mentoringsupportprovidedto femalelawyersand their subsequentareerprogressiongo senior
levelsin the profession.The chapterbeginsby providinganoverviewof mentoringfollowed by the
identificationof the key forms of mentoringavailableto individualsin organisationsThis includes
both informal and formal schemesand R U JD Q L Vcbrset&ghv\es towards the formal

advancementf suchinitiatives, andtheir rationale?*

Chapter2 furtheroffersthe broaddefinition andremit of mentoringschemesaswell asa critique of
mentoring schemesfrom an international perspective,outlining the effects of cultural and
organisationalhorms on its developmentand implementation.The chaptercontinuesdiscusing
mentoringschemeseing addressedrom a sectoralperspectivencluding educatior?® busines$?
andthe legal sector(law firms). The particularsectoralfocus on educationand businesshasbeen
takento highlight successfuandongoingmentoringpracticesn bothsectorsFirst, it recogniseshat
mentoring in education has become progressively paramount as a mode of professional

development’ and an investmentin the youngergeneratiort® From the educationpolicy aspect,

24| eandroGalli, u ' H P DiQF @entoringAmong 6 0 ( V(R013)Departmenfor Businesgnnovationand Skills

ihttgs://assets.Qublishing.service.qov.uk/qovrmnt/uploads/svstem/uploads/attachment data/file/263226/demand_for
mentoring among SMEs.gdaccesse@6 SeptembeR019.

25 Andrew J. Hobson,PatriciaCastanheirand Kerry Doyle, 10 H Q Wanhti@oQchingAcrossthe 3UR I HVR2QLIB)Q V
ResearctandEnterprise University of Brighton

https://www.brighton.ac.uk/researeimdenterprise/groups/education/reseapchjects/mentoringndcoaching |
acrossthe-profess ons.as&accessedG SeptembeR019.
26 | eandroGalli, p ' H P Diey @entoringAmong 6 0 ( V(8013)Departmenfor Businessnnovaion and Skills
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attadata#iie/263226/demand for
mentoring among SMEs.gdaccesse@6 SeptembeR019.
27 SusanBrondyk and Linda Searby, p % HPvadticesin Mentoring: Complexities and PRV V L E (ZDL3V2(B) V 1
Internationallournalof MentoringandCoachingn Education189-203
28 sarahJ. Fletcherand Carol A. Mullen, Handbookof Mentoring and Coachingin Education(SagePublicationsl_td
2012)
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mandatorymentoringis an oxymoronsingling a hiddencurriculumwhereteachersare requiredto
mentor and make documentedgains?® Mentoring in educationforms a part of the job and as
Kirkham?° (Section 2.7) revealed mentoring is an important elementin the processof job
aclimatisation Further,mentoringprovidesan additionalsourceof supportfrom the early stagesof
newly qualified teacherswvhich helpswith settlinginto the new job and assistswith future career
progressiorfrom an early start. Furtheg findings of ' 1 $ E B*\(6Ektion2.7) confirm thathigh level
of mentoringsupportis regularlybeingsharedoetweerfaculty andpeermentors resultingin beter
practiceand supportof their studentsThis aspeciof crossdepartmentaimentoring,alsoknown as
multi-mentorsupport,is discussedaterin my research(Section4.4). Mentoringin educationhas
beenusedin practicefor many yearsand 2 G H @eSefth? (Section2.7) further confirms that
teacherswho undertakea mentoring supportduring their careersare still in the professionand
teachingMentoringremainsanimportantelementof W H D Fcldrldipkb§ressiorandtheir ongoing
ontjob support,including emotionalsupport.lt is evidentfrom the findings of my researchthat
mentoringprovidesa sourceof emotionalsupport(Section4.6) which consequenthhelpsdealing
with issuesmore constructively and confidently (Section 4.8). From the review of literature,
mentoringsupportin educatiorprovesto be animportantstageduring W H D Fddrddipxo§jression
whetheris beingimplementediuringanearlyor alaterstageof their careersThis resonatesvith the
findings of my researchasdiscussedn Chapter4. In addition,the researclof Sorcinelliand Yun®3
(Section 2.7) revealsthat mentoring is a vital contribution to a successfulacademiccareer,

particularlyfor women which s alsoreplicatedn mentoringwithin the legalfield.

29 Carol A. Mullen Mentoring: An Overview(SagePublicationd_td 2005)

30 David Kirkham, TheNatureand Conditionsof GoodMentoringPractice(KoganPagelimited 1992)

31 Caroline ' 1$ E D W'H | L QMef@tdringin the First Year ExperienceOne , Q VW L VAW acRtQ larifying the
Meaningof MentoringFirst Year 6 W X G (2@2¥ (1) Journalof the First-Year Experiene andStudentsn Transition
6591

32 sandral. Odell andDouglasP. Ferrarq p 7 H D MErtbtingand TeacheiRetention(1992)43(3) Journalof Teacher
Education200-204

33 Mary D. Sorcinelliand JungYun, p) U RIBntor to Mentoring Networks: Mentoringin the New $ F D G H(20OOT)
39(6)JournalChangeThe Magazineof HigherLearning58-61.
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Chapter2 continueswith offering a discusgon relatingto mentoringin the busnesssector Herethe
practice of mentoring is seenas a developmenttool ** that helps the individual within the
organisation®® Mentoring allows individuals to develop within the organisationalframework,
especiallywith understandinghe F R P S Dv@lu§sdndarealisatiorthattheorganisatiorhelpsthem
feel they aremakinga worthwhile contribution®® While menteegainskills and specificknowledge
from their senior peers,they also develop a deeperunderstandingand a sharperfocus of the
R U J D Q L ¢ubtwvkelRi€ fidtpswith their careemprogressiort! Mentoringin businesenterpriss
is found to be a common practice unlike in law firms.3® Thomsonand others® revealedthat
successfubusinesswomen, who work togetherwith mentorsof the highestpossiblestandards,
providea substantialnfluenceto actaspowerful patrans andsupportersThis studyfinds the same
ideologywherefemale O D Z \ khéhte§progresdo becomementorsfor the junior femalelawyers
(Section4.11). Havingfemalementorsn thelegal practicehelpsthejunior femalelawyersstrivefor
successand encouragegshe further career progression(Section 4.11). Further similarities are
identified betweenmentoring in businessand mentoring in law firms including HPSOR\HHV
satisfactionSection4.7). Clutterbuck® stateshatmentoringis oneof thefastesigrowing aspect®f
people developmentin businessand with the successfulprogrammeof mentoring and further
P H Q Warbgr§adsionand satisfaction the retentionlevels are likely to remainreasonablystable
reflecting the successf the organisation.Furtherfindings of Raging! (Section2.2) reveal that

mentoringrelationshig help breakdown the barriersin promotingthe advancementdf women.By

34 GordonF. SheaMentoring,A Guideto the Basics(KoganPagel992.

35 GeorgesDesvaux SandrineDevillard-Hoellinger and Mary C. Meaney, A BusinessCasefor Women(2008) The
McKinseyQuarterlyl-7.

3¢ GeofAlred, Bob GarveyandRichardSmith, TheMentoringPocketbookManagemenPocketbookd. imited andStylus

Publishing1998)

37 RajahsGhoshand ThomasG. Reio Jr, p & D WBHrefils Associatedwith Mentoring for Mentors: A MetaAnalysis'
(2013)83(1) Journalof VocationalBehaviourl06-116.

38 ElizabethK. McManus, g, Q W L P la@iEne/CuRuPe of Avoidance: Genderlssuesand Mentoring in Law Firm

3 U D F {®00%)B3{1) UrbanLaw Journal217-231

39 PeninahThomson JaceyGrahamand Tom Lloyd, A : R P D @PfR¢eis in the Boardroom: The Roadmap(Palgrave
Macmillan2008)

40 David Clutterbuck, p 0 H Q WandmMu®ring Partnershipn Learningf(1994) 2(1) BusinessMentoringin Revolution
19-22.

41 Belle R. Ragins, 4 % D UttMehtdring: The Female0 D Q D J H.WOTHP @889)42(1) HumanRelationsl-22.
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understandingn R U J D Q L euliwke wWRrQefiddethenableto aligntheirgoalstothe RUJDQLVDWLR
goalswhich allowsthemto moveto amoreinfluential, seniorposition.Anothercrucialaspectvithin
businesprofessioris productivitywhichfinds similaritiesin thelegalsector Mentoling programmes
provide costeffective staff developmentwhere a mentor offers substantialhelp within their
responsibilitiesvhich increasesnotivation, productivity andperformancef the menteeMoreover,
Kahle- 3 L D V H’R$eLthHNn2.6.1)findings confirm thatmentoringprogrammesn organisationgan
behelpfulin improvingandtransferringknowledge andleadto greatelfjob satisfactiorandretention
on employeesresultingin higherbusinesgproductivity. With the worker satisfactionin mind, the
following three key points of a successfulmentoring programmeinclude first, a thorough
understandingf the organisationaheedsandrequirement$or a mentoringprogrammeSecondthe
appropriatetype of mentoringprogrammeavailablebasedon the organisatbond commitmentand
availability. Third, adaptationof appropriatemeasureso monitor the mentoringprogrammeand
communicatiorabilitieswithin the team?®3 This view of the successfuimentoringprogrammeseems
to belargely from the employersfpoint of view, including the organsationalneedsfor a mentoring
programmethe appropriateaype of mentoringprogrammebasedon organisationatommitmentand
appropriataneasureso monitorsuchprogrammeMentoringhowever shouldbe primarily aboutthe
employeesthemselves.Adaptationsto fit organisationalculture into mentoring may alter the
dynamicsand consequentlyis seenas performancemanagementFurtheraspectincludesgender
blindnesswvhich equatesith doingthingstheway they havealwaysbeendonewherebymasculine
advantages maintainedandreproducedIin organisationsvherecultureis masculinewomenmay
needmore effort to adoptto organizationakulture whereasmen are seento havethe appropriate

competenceknowledgeandskill. With genderearganizationatealitieslike glassceilingandgender

42| isa Kahle-Piasecki, u 0 D N & ehtoringRelationshipwork: Whatis Requiredfor OrganizationaBSuccess$(2011)
12(1)Journalof Applied BusinessandEconomics46-56.

43 Bonnie C McKenzie Friendsin High Places: The ExecutiveWoman$ Guide (Businessand ProfessionaPublishing
1995)
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achievemengapevolvedfrom decade®f Z R P H @dbility to progresgprofessionallybecausef

perceptionghatwomenareunequippedindlack accesso influential networks**

Whatis evidentfrom thereviewof theliteratureis thebroadacceptancef thebenefitshatmentoring
schemesprovide to organisationsand those individuals involved.*® Mentoring is used as a
developmentaimechanismto improve forever changingenvironment!® Such schemesare well-
establisheédnddevelopedn theeducatiorandbusinessectorsyetarelargely missingor areonly a
relatively recentphenomenorin law firms.*’ Further, the result of my review of the literature
demonstratéhatwhile someresearchnto law firms andmentoringpracticeshastakenplace,there
is a paucityof suchresearchn the UK andof thosethathavebeenundertakennoneof which | am

awarehaveinvestigatedhe perception®f femalementee®n theimpactof mentoringprogrammes.

Chapter2 alsohighlightsthe genderimpactof mentoringschemesilt is broadlyreportedthat men
succeedvithin mentoringschemesbut lessconclusivefindings are availablein relationto female
staff*® The chapterconcludesy identifying therelativelack of availableempiricallybasedesearch
identifying theimplicationsfor womenin thelegal sectorof mentoringschemegSection2.9). This
gapin theliteratureis addressethroughthe empiricalfindings presentedn this thesis,underpinned

by afeministphilosophy*®

Chapter3 providesdetailsof the methodand methodologyadoptedn this studywhich is basedon

empirical researchwith qualitative method (including questionnairesinterviews and snowball

44 Anita G. Welch, JocelynBolin andDanielReardorMid-CareerFaculty Trends Barriers and Possibilities(Brill Sense
LeidenBoston2019)68-69.

45 Cliff OlssonAndrewCruickshankandDaveCollins, 1 0 D NMéntbringWork: TheNeedfor Rewiring (SLVWHPROR J\
(2016)69(1) Taylor & FrancisOnline Journal50-64.

46 | esleyPetersenSujaPremchandraandGarry Clayton, p 0 H Q W@ &Me@hhnisnfor OrganisationaDevelopment

in aGlobally Changing (Q Y L U R @R &ddhingandLearningwith Technologyl37-147.

47 ElizabethK. McManus, g, Q W L P la@IEhe/CuRU@e of Avoidance:Genderlssuesand Mentoring in Law Firm

3 U D F {®00¥)B3{1) UrbanLaw Journal217-231

48 NormaT. Mertz, WhyWomen$ U HI@ehired(ERIC Clearinghouséd 987)

49 HertaNaglDocekal,FeministPhilosophy(1t ed Routledge2018).
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sampling)hoserto achievetheresearclobjective With all femalebasedoarticipantsit was perhaps
inevitablethat| investigae the useand effectivenes®f mentoringfor femalesengagedn thelegal
sectoradoptinga feministtheoeticalposition A qualitativemethodprovidesthe S D U W L FievsD Q W V
and experiencesn much greaterdetail of their mentoringsupportreceivedduring the legal career
progressions.Questionnaires,semistructured interviews and a snowball sampling method
underpinnedhe datacollectionandhelped the participantswith their reflections.In supportof the
methodsselectedor this study,| referto previouslycarriedoutresearchnto mentoringin education
by Leung® who alsousedqualitativemethodof researctincluding questionnaireandinterviewsas
researchinstrumentsto collect necessarydata. | further refer to Patton{% approachwho also
supported using qualitative methods of research as they prawide reflection of a conducted
examination of effectiveness, empirical data collection and thoughtful anatyists wes necessary
for my researchOther method, including a casestudy, were consideredhowever,basedon the
chosenresearchquestionbeing mentoringand its effectson the progressiorof femalesolicitors |
careersthechosemmethodqSections3.4 and3.5) providethe necessargandprincipalreflectiors of

theexperiencesf thefemalelawyerparticipants

Througha deepandthoroughdataanalysis key findings are producedn Chapterd. Theseinclude,
first, alack of consistencyn the mentoringsupportavailableacrosshe participatinglaw firms and
in the legal field. Thereis limited evidencein orderto draw conclusionsasto whetherformal or
informal mentoringtype schemesrelikely to providebettersupportfor the menteesHowever,the
ongoingfactorfoll owing eithertypeof mentoringprogrammeas thateachprovidesong termsupport
andhelpsfoundagreaterrelationshipbetweemmenteeandmentors Secondmentoringenablesand
helpsfemale O D Z\ lddgeéfprogressionSection4.9) which corroborateghe previousresearch

evidencedacrossvariousprofessionsFemalelawyershaveonly recentlyoutperformedheir male

50Mee L. Leung, u & K D U D F @ BffgdtiveWlerioringin Higher Education:Perspectiveof Studentsand OHQW R UV
(University of Leicester2007) <https:/Ira.le.ac.uk/bitstream/2381/30975/1/U60112$ pdtesse@1 October2019.

51 Michael Q. PattonQualitative evaluation and research meth@2% edn, Thousand Oaks Sage Publications 1990).
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counterpartandcurrentlyform amajority in legalpractice However theystill struggleto riseto the
seniorlevels of the profession.Mentoring providesthe necessangupportto continueto progress
throughthe ranksandthe evidencegainedfrom this researclshowsthat femalelawyersstrive for
progressiorfrom the junior levels of the profession.Third, it hasbeenfurther found that through
mentoringthe participantsgain confidence(Section4.8) which supportsthemin their day-to-day
responsibilities including maintaining a focus on their clients and in their decision making.
Opportunitiesof further andwider circles of networking(Section4.10 addsto the findings of my
researchwhich offers supportin transferringknowledgeleadingto a greaterjob satisfactionand
assisting female lawyers in gaining wider connectionswith more colleaguesfrom different
departmentsand offices. Having wider networks,motivation growth (Section4.12) also plays an
importantrole found during this researchMoreover, some participantsfelt that mentoringwas
inspirationalandled themto emulatesuccessfulemalefigureswithin thefirm andto getinvolvedin
selfdevelopmenbpportunities.Seeingother female lawyers progressinghelpswith the vision of

successor the participantsvhich wasa positiveaspecbf mentoring.

As explainedabove, mentoring provideswider opportunitiesof networkswhich the participants
discussedndwith themulti-mentormodel(Sectiord.4) their progressiorcouldfurtherdevelop.The
participantsrespondedthat the multi-mentor model offers a significant opportunity to share
knowledge leadingto a greaterjob satisfactioncareerprogressiorandconsequentlyanincreasen
retentionlevelsat participatingorganisationsThe multi-mentormodelis potentially more difficult
to put into practicedependingon the size of a law firm and particularly with the availablity of
mentors.Smallerlaw firms may not potentially be ableto offer this type of multi-mentorsupport
whereaghe largerlaw firms may be ableto offer the multi-mentorsupportacros the departments
and evenacrossoffices. Someof the participantsfelt that the multi-mentor model would offer a

wonderfulnetworkposition,especiallyfor themorejunior lawyerswith yetsomuchto learn.

20



Chapter5 is wherel offer a discussbn of the findings of this study,including the implicationsand
effectivenes®f mentoringsupportin the participatinglaw firms andis supportedy earlierfindings
thatmentoringaidscareeradvancementy providing opportunitiesandmotivationto succeedWith

thefemale S D U W L Em@rizc&)#édbfckoeingtheir own perceptionmentoringsupportprovides
apositiveaspecbf developmentprogressiorandcareersatisfaction Furthermorethe multi-mentor
modelis found to be an overlookedfactor in the female O D Z \ idddeéfirogressiorand although
absentin the S D U W L FElr&bt€xpeéneficesthe multi-mentormodel can potentially be a vital

instrumentn their careemprogressionHavingthe supportfrom a numberof diversementorsoffersa
variety of advice and assistancaluring R Q Ht&r®¥erprogression.The multi-mentor model also
presentgreatemetworkingconnectionsvherementorssharea wider rangeof experienceso allow

menteedfurther growth and developmentNetworking plays a significant role in building and

strengtheningP H Q Webhifidéficethatis anessentiafactorduring O D Z \ Eblce¥development.

Thefinal Chapter6 drawsthe thesistogetheroutlining the mainfindings of this researchncluding,
limitations andeffectiveressof the mentoringsupportreceivedby the participantsaandwhat effectit
had on their careerprogressiorand developmentThen, future researchproposalsare put forward
followed by practical suggestionsfor law firms offering mentoring support followed by the

highlightsof my reflectivediary.

1.3 Researclgap

This study supportsthe growing theme of mentoringin law firms and thus, my researchwas
conductedn the UK with empiricaldatagatheredlirectly from practsing femalelawyersat various
law firms. The empirical evidencefocusedsolely on the S D U W L FokSdptipng Mdir career
progressiongndfurther developmentsvithin the legalfield. The datareflectsvariousoutcomesof

the S D U W L pér&eptnaivifieir mentoringexperiencesluring different stagesof their careers
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includingjunior, qualified andseniorlevelsof the legal profession With the empiricalevidenceof
the S D U W L pér&eptiQnaiilfis study,the original valueis addedto the currentknowledgeand
thereforejt is notanecdotalMoreover,duringthelastfifty yearswe haveseena significantgrowth
of diversity changen the legal sectorand 2018 broughtarounda change seeingwomensolicitors
outnumberingheir malecounterpartsn practice>? The legalfield remainsa demandingprofession
anddespitethis fascinatinggrowing changemenoverallcontinueto dominatehe upperevelsof the
legalprofessiorr? Thereforethis studyhelpsto completethe gapin theempiricalresearcloutlining
the S D UW L FoeSdptiphigdf Fheir experiencesof mentoring support received and level of

effectivenesshis hashadon theirlegal carees.

Thisisademandingrofessiomrequiringstrongindividualswith passiorandawillingnessto succeed.
Havingto pick up anewsetof skills to becomea successfulawyercanbe dauntingandisolating. It
is fair to notethata youngergeneratiorof lawyershavedifferentexpectation®f awork life balance
to their older peers>* A long working hourscultureis no longeracceptedy many of the younger
generationwho arekeenon changingthe businesof legal practice.The availableresearcHurther
confirmsthatwomenoftendevelopmaternafuilt following thejuggling of family life andaworking
career® It is a significantly difficult taskto performat a high standardboth at homeandwork. To
combatthesefindings, the Law Societyprovidedrecommendationghich includedthe adoptionby
employerf flexible working practicesandmentoringsupportfor womenlawyersto helpto develop

their careersThis is why my studyhelpsto completethe gapin the empiricalresearchlooking at

52 The Law Society, Annual Statistics Report 2017 (18 June 2018) <http://www.lawsociety.org.uk/suppert
services/researefnrends/annuastatisticsreport20175 accesse@6 Septembef019.

53 JudithK. Pringle,Cardice Harris,KatherineRavenswood,.ynne Giddings,IreneRyanandSabinalaeger,u: RP 4 §@
CareefProgressiolin Law Firms:ViewsfromtheTop, Viewsfrom % H ORMY)24(4) GenderWork andOrganization
435449

54 StephanigGarber, 1 6 S D Qi@1$Q B (2015) LawyersWeekly ¢https://www.lawyersweekly.com.au/features/16431
[spanningthe-age$ accesse@1 October2019.

55 Erika L. Kirby, SrahE. Riforgiate,IsoldeK. AndersonMary P.LahmanandAlison M. Lietzenmayer,u * R RVGrking
MothersasJugglersA Critical Look at Two Work #amily BalanceFilms 2016)Journalof Family Communicatiorv6-

93
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female O D Z\ Ixp&fiencesand their careerprogressionwith the supportof mentoringduring

variousstage®f theirlegal careerdevelopment.

It is still muchof anunknownareaasto how manylaw firms acrossthe UK actuallyoffer mentoring
supportto their employeesegitherthis beingin the form of a formal or an informal support.It is
evidentthatsomelaw firms run pilot scheme® basedon informal mentoringbut oftenthis is being
left with no further follow up or actualability to measurets succesandoutcome.To ensurehata
mentoringschemestayson track, it is importantto evaluatehe mentoringschemendtheindividual

mentormenteerelationship>’

Hence, this study providesa deeperundersanding of mentoring supportavailable and specific
perceptionsof the participantswho offered extensivedepth of their mentoring experienceghat
potentially supportfurther development®f mentoringin law firms. The S D U W L per&aptiony V
provideasignificantfactorof qualitativedatato helpandsupportfemale O D Z \ prahxe§siomuring
their legal careersFollowing the ongoingsupport:® the Law Societyis currently providing a new
crosslaw firm mentoringschemeto boost female careerprogressior?® This is likely to attract
mentorsfrom all various backgroundswhich will offer alternative careersupport,especiallyin
situationswhereis shortageof mentorsin otherlaw firms. The alternativeand diversementoring
supports likely to provideawiderrangeof experiencefrom variousaspect®f the professionAlso,

this opportunityprovidesa chanceto view andexperiencealternativevaluesavailablefor mentees

56 Hilary SommerladLisa Webley,Liz Duff, DanielMuzio andJenniferTomlinson, p' L Y H ih\heWWeyal Profession
in EnglandandWales:A QualitativeStudyof BarriersandIndividual & K R L @2B118)%6(2) University of Westminster
Law Pres245-269,

57 EugeneClark, 1 0 H Q W R Ods@fampleandGuidelinegor its effective 8 V K1995)14(2) Youth StudiesAustralia
37-42.

%8 Julie Ashdown, The Law Society, U % U H Ddwn Batriers:MentoringProgramme 13 October2015)
<http://www.lawsociety.org.uk/news/blog/breakidgwn-barrieis-mentoringprogrammef accesse@6 September
20109.

59 ThelLaw Society 10 H Q WBbbistsQalreerSURJUHVVLRQ

<http://www.lawsociety.org.uk/news/presdeases/mentorintoostscareesprogressiory¥ accesse@6 September
20109.
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acrossthe legal sector.The crosslaw firm mentoringschemehighlights somepotentialissuesfor
examplewherea numberof mentorsis significantlylow or their availability is limited thenthis may
reducementoringopportunitesin law firms andasaresultno furtherprospecbf developmentsnay

bepossible.

Nonethelessthe experiencestatusof womenlawyerswithin the Englishlegal professionhasbeen

well documentedn the past. However, very little is known empirically about women OD Z\HU V {
experiencesf mentoringsupportand L Vimp§cton femalecareermprogressionsA thoroughreview

of the availableliterature illustrates significant gap within the empirical evidenceof mentoring
programmesn law firms. Therefore this thesisaddresseshe gap and providesthe SDUWLFLSDQ
perception®f their experiencesf mentoringsupportreceivedincludinglevelsof effecivenesghat

mentoringhashadon their careemprogressiof{Chapterd).

Furthemore this qualitative study comprisesthe lived experience®f twenty-two femalelawyers
who experienceanentoringsupportat variouslevelsof their careemprogressiorandtheimportance
of the empirical data conclusionsfrom lawyersin both parts of the UK, south and north. The
mentoringsupportreceivedduringthe female O D Z \ edce¥1firogressionncludedbothformal and
informal structuresFurther,dataanalysisprovidedvaluableknowledgeof the mentoringsupportin

law firms acrosghe UK which addsadditioral valueto mentoringschemesor thefutureandfurther

careerdevelopmenof femalelawyers.

In addition,drawingconclusiondrom my own personakxperiencs asa formerfemalelawyerof a
large national law firm where many of in-housefemale O D Z \ lalléafjues,including myself,
experiencedack of mentoringopportunitieswhich resultedin limited opportunitiesfor further

progressiondDueto lack of mentoringsupportfurtherinconsistencieserelinkedto the progression
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factor of the new recruits, majority of whom were female,and remainedin their paralegalstatus
indefinitely. Secondlack of femalelawyersin the seniorpositionswerecertainlysignificantleaving
malecolleaguesn more seniorpositionsof the practice.Final differencebetweermrmaleandfemale
colleaguesverelack of supportfor female O D Z \ Ebte¥frogression$ollowing a decisionto have
family andconsequentlytime awayfrom practiceto bringachild. Theopportunitiedor furthercareer
progressionsemainedthe samefor male counterpart®f the practiceincreasingtheir seniorityand
pay®° Similaritieshavebeenidentified from my personakxperiencesparticularlyin situationsuch

asthis with lack of opportunitiesof mentoringandadvancemenb careemprogression.

1.4  Researchguestion

In the contextof the empirical research] wish to discoverthe views and experience®f female
lawyersfrom variouslaw firms acrossthe UK, to seekan answerto the researchguestionbelow,
bearingin mindtheoverarchinglesireto explorethe effectivenessf mentoringsupportin law firms

availableto femalelawyersparticipants

How effectiveis mentoring support in female O D Z \ idddeéffprogression?

In orderto examinethe effectsof mentoringopportuntiesin law firms with a particularfocuson
female O D Z\ Haseéfprogressionthroughthe S D U W L Fek&beQcd&d fnentoring support
receivedduring variousstagesof the legal careers] producedfive questionsfor the participants.
Theseguestionsallowedmeto exploittheimpactandeffectivenessf thementoringsupportreceived
by the female O D Z\ pastiéilantsand their careerdevelopmentsThe researchquestionsthat

underpinthis thesisareasfollows:

80 The Law Society, U $ G Y R Fi@r @Haqé Transformingthe Futureof the Legal ProfessionThroughGreaterGender
(T X D @20¥@)IfiternationaMWomenin Law

<https://communities.lawsociety.org.uk/download?ac=3¢Mtesse@1 October2019
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1. Whenandwhy did you commencehe mentoringprogrammaeat this law firm?
2.Fromthecareeidevelopmenpointof viewis thementoringorogrammehelpingyourcareer
progression?

3. Whatis your desiredoutcomeof the mentoringexperience?

4. Do you feel thatthe mentoringprogrammehashelpedyou to advanceyour legal careeror
achieveyour desires?

5. Have you moved to a senior position following the completion of the mentoring

programme?

Havingtakenthe stepto researchihe areaof mentoringin law firms andreceivefeedbackirom the
participants,| feel that mentoringin law firms remainsunderresearchedvith somedifficulties
gettingthroughdirectly to willing participant femalelawyers manyof whom may feel reluctantto
participatein this type of research.l would hope that my researchfindings will supportthe
participatingaw firms andpotentiallyattractawiderinterestwithin thelegalprofessiorasmentoring
is becomingmore popularway of training and developmenbf employeesacrossvariousfields of
profession| hopethatthis studycanassistaw firms with a wider mentoringvision andsupportfor
the future of HP S O R tleiElapfhent! feel that the crucial time hascometo gain, compileand
revealthementoringV F K H Bxderi§nceso helpandmakemy findingsavailableto manyotherlaw
firms acrosgheUK, to usein supporoftheir H P S O Rdévélopfenandin particularto strengthen

femaleprogressiono the mostseniorlevels.

15 Researchaimsandquestions

This thesisexamineghe effectsof mentoringopportunitiesin law firms with a particularfocuson

female O D Z\ Haseéfprogressionthroughthe S D U W L Fek&beQcd&) fnentoring support
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receivedduring variousstageof thar legal careersTheresearchguestionghatunderpinthis thesis

areasfollows (TableA):

TABLE A

Aim

Expand theoretical understanding of why
female lawyers became mentees of the
mentoring programme at their practising

firm.

Research question(s)

1. When and why did you commence the

mentoring programme at this law firm?

Are the mentees finding the mentoring
programmes beneficial and potentially

leading to further career progression?

2. From the career development point of view
is the mentoring programme helping your

career progression?

Clarify all inspirations and desired outcomes
of the mentoring programme that were

considered by each mentee.

3. What is your desired outcome of the

mentoring experience?

Expand theoretical understanding of each
P HQ W pertgption of the mentoring
support and what effect does the mentoring
programme have on their career

progression.

4. Do you feel that the mentoring programme
has helped you to advance your legal career

or achieve your desires?

Clarify the impact of the mentoring support
for each mentee and has the programme

assisted their career advancement.

5. Have you moved to a senior position
following the completion of the mentoring

programme?
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16  Original contribution to knowledge

Throughthe literaturereview, | demonstratgapsin the existingbody of literature- specifically of
mentoringin legal practicein the UK andthe perception®f femalelawyersof the effectivenes®of
mentoring schemes.This thesis provides an original contribution to knowledge by presenting
empirically basedevidenceof the effectsof mentoringprogrammesandits constituentsupportand

assistancep thoseparticipatinglaw firms aswell astheir femalelawyers'experiences.

Followingtheinitial introductionto mentoringandprogressiorf | H P D €areé®r$h thelegalsector,
Chapter2 providesa review of the availableliteratureto exploreandidentify significantgapsin
researchandevidencebasedindings of female O D Z \ ddeéifirogressiorandlevel of impactof

mentoringsupportreceived.
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Chapter 2 Literature Review

2.1 Introduction

As areminder the purposeof this studyis to examinethe effectsof mentoringopportunitiesn law
firms with a particularfocuson female O D Z \ Ede¥firogressionln essencethis studyis looking
at female O D Z\ ixp&fince®f mentoing supportreceivedduring variousstagesof their legal
careerandwhatimpactthementoringsupporthadontheirlegalcareerdevelopmentsThereremains
agapin theexistingbodyof literatureof mentoringin theareaof law andlegalpractice(Secton 2.9).
Thus, this thesisprovidesan original contributionto knowledgeby presentingempirically based
evidenceof the effectsof mentoringprogrammesandits constituensupportandassistancep those

participatinglaw firms aswell astheir femalelawyers' furthercareermprogressions.

Mentoring hasbeenan areaof focus for organisationdor many years®! Traditionally, mentoring
involvedanexperienceghersonthe mentor)to assistajunior person(mentee)n the contextof adult
learningand developmat. Mentoringusestransformationatheory? throughcritical reflectionin a
nonjudgmentaimnannerandaddressetheandragogicaprinciplethatexperiences therichestsource
for adultlearning®® It is well knownthatorganisationhiavetakenthe devdopmentof their staff asa
serious concernand have adopted many local, national and international initiatives for their
bettermenf* Mentoringis to be led by a menteeandnot by an organization This may be fixed on

the physicaland mentalwellbeing of individuals,it may be to improveretentionrates,to increase

61 Martin Gerstein,Mentoring:An AgeOld Practicein aKnowledgeBasedSociety1985 64(2)Journalof Counselling
andDevelopmentl56-157.
52 Transformationatheory focuseson transformingothersto supporteachother and the organisatioras a whole. The
followersof the transformationatheoryfeel trust,admiration Joyalty, andrespecfor the principalandaremorewilling
to work harderthanoriginally expectedThis theorywasintroducedby JamesMacGregoBurnsin 1978.
63 CarolynM. Klinge, p $ConceptuaFrameworkfor Mentoringin aLearning 2 U J D Q L (2D M) R&R4A)Iagelournals
160-166.
64 Irene Mains and SamanthaMaclean, p'H Y H O R&ds®Boundaries- Mentor and Mentee Perceptionsand
Experience®sf CrossOrganisational0 H Q W R(201L1Q4BPH) IndustrialandCommercialTraining189-198
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productivity, and/or reduce absenteeisn?®> However, a significant development,which may
incorporateeach of thesethemes,is on staff developmentand facilitating careerprogressiorf®
Despit the increasedattentionto careerdevelopmentn recentyear$’ it canbe arguedthat one of
the strongestesultsof careerdedicationand developments to havea mentor®® Mentoringallows
mentorsto advancetheir P H Q WeHreeY&afiroughsponsorshipgoaching protection,exposureand
challenging assignmentst® Furthermore, mentors can enhancetheir P H Q W pbiicWdBocial
developmenthrough role modelling, counselling,psychologicalsupportand friendship/® These
aspectof mentoringshould provide menteeswith a positive attitudeto careerdevelopmentand
further progressionPreviousresearcthasdemonstratedhatrestrictionto careermprogressiors one
of themainreasongjiven by staff for leavingan organisatioft andtherefore mentoringhasbeena

subjectof increasingattentionby managemertb benefitthe workforce/?

It is evidentthat mentoringhasbeendiscussedor overtwo millennia (havingits nameestablished
by Homerin The Odyssey)and startedinformally throughrelationshipsbetweenindividuals’® A
trusted,experiencedsourcewould be able to guide and offer adviceto a junior. This researchs
specifically focusedtowardsmentoringopportunitiesfor womenin law. The discussiorofferedin
this chapier beginswith an overviewof mentoringfollowed by addressingey forms of mentoring

availableto individualsin organisationghroughinformal and formal versions,beforeaddressing

55 The practiceof regularlystayingawayfrom work without goodreason.
56 Olivier Serrat, 4 & R D Fad @H Q W R(201L QYKIrbwledgeSolutions897-902
57 Daniel C. Feldman ManagingCareersin Organizations(ScottForesmarl988)
68 StephenM. Colarelli and RonaldC. Bishop, LareerCommitment:Functions,Correlatesand Managemenf(1990
15(2) GroupandOrganizationStudies158-176.
69 Kathy E. Kram, Mentoringin the WorkplaceCareerDevelopmenin OrganizationgSanFranciscalosseyBass1986)
160201
70 Kathy E. Kram, Mentoringin the WorkplaceCareerDevelopmenin OrganizationgSanFranciscalosseyBass1986)
160201
" CharlesR. McConnell, p$ G G U HEwhpldy@elrurnover and Retention:Keeping Y our Valued Performersf(2011)
30(3) TheHealthCareManager271-283
2 GolnazSadriand Hoa Tran, 10 D Q D Ydu®DiverseWorkforce Throughlmproved & R P P X Q L HZDUR2)2R(Q) 1
Journalof Managemenbevelopmen27-237.
73 Allen Awaya, HunterMcEwan,DeborahHeyler, SandyLinsky, DonnaLum andPamelawakukawa,pt O H Q W& L Q J
- R X U Q6D8Y19(1) TeachingandTeacheEducationJournal45-56.
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R U J D Q L ¢dnhierteh@vesto the formal advancemenof suchinitiatives andtheir rationale’*
Havingestablishedhe broaddefinition andremit of mentoringschemesthe chapteroffersa critique
of mentoring schemesfrom an international perspective,outlining the effects of cultural and
organisationahormsonits developmentandimplementationMentoringschemesrethenaddressed
from a sectoralperspective Here, education’® business’® and the legal sector (law firms) are
consideredo identify the prevalenceand understandingf mentoringschemesvailable.With the
morerecentthird andfourth waveof feministactivitiestakenplace furtherreviewof womenin law

in the pastthreedecadess undertakerio reflectfemalelawyersfprogressioa

Whatis evidentfrom thereviewof theliteratureis thebroadaccepanceof thebenefitsshatmentoring
schemegprovideto organisationsindthoseindividualsinvolved.” This themeis spreadacrossthe
globe and being seenin many countriesacrossthe world. Mentoring is usedas a developmental
mechanismto improve forever changingenvironment’® Such schemesare well-establishedand
developedn theeducatiorandbusines sectorsyet, arelargelymissingor areonly arelativelyrecent

phenomenoim law firms (Section2.9).”

The chaptercontinuesby examiningthe genderimpactof mentoringscheme®n women$ position

in organisations.lt is broadly reportedthat men succeedwithin mentoring schemesput less

4 LeandroGalli, p ' H P Diqy MentoringAmong 6 0 (V1 Departmenfor Businesdnnovationand Skills

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment data/file/263226/demand_for

mentoring _among SMEs.pdaccesse@6 SeptembeR019.

S Andrew J. Hobson,PatriciaCastanheirand Kerry Doyle, p 0 H Q Wanhti@oQchingAcrossthe 3UR I HVR2QWRB)Q V

ResearctandEnterprise University of Brighton

<https://www.brighton.ac.uk/researeimd-enterprise/groups/education/reseapthjects/mentoringand-coaching

acrossthe-professions.aspxaccesse@6 Septembe019.

76 | eandroGali, p ' H P Diey @entoringAmong 6 0 ( V(8013)Departmenfor Businesdnnovationand Skills

ihttgs://assets.Qublishing.service.qov.uk/qovernment/uploads/svstem/uploads/attachment data/fildér6aaactol
mentoring among SMEs.gdaccesse@6 SeptembeR019.

T Cliff Olsson AndrewCruickshankandDaveCollins, 1 0 D NMéntbringWork: TheNeedfor Rewiring (SLVWHPROR J\

(2016)69(1) Taylor & FrancisOnline Journal50-64.

8 | esleyPetersenSujaPremchandramndGarry Clayton, p 0 H Q WagaMeQhhnisnfor OrganisationaDevelopment

in aGlobally Changing (Q Y L U R @2R1YQ &ddhingandLearningwith Technologyl37-147.

7 ElizabethK. McManus, p, Q W L P la@IEhe/CuRu@e of Avoidance:Genderlssies and Mentoring in Law Firm
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conclusivefindings areavailablein relationto femalestaff® The chapterconcludesy identifying
therelativepaucityof availableempiricallybasedesearchdentifying theimplicationsfor womenin
the legal sectorof mentoringschemesThis gapin the literatureis addressethroughthe empirical

findingspresentedh this thesis,underpinnedy a feministphilosophy.

2.2  Mentoring

The mentoringterminologyvariesbetweerresearcherduring the 1970s,two fundamentaktudies
in theareaof mentoringtook placewhich bothrevealedhataccesto a mentorwasadvantageouw®

a P H Q WearékfHutcome Theinitial studywasconductedn 1977by Kantef? followed by further
studyundertakerby Levinsonet alf? in 1978.Their findings revealedhat by providing mentoring,
the mentorgainsbenefits,suchasrejuvenatiorof their careeranddevelopingfurthercapabilitiesIn

addition, Kanter added that menbrs can help women in particular to overcome barriers to

advancemenin organisationsShefurther providedthat beingmentorednot only yieldedthe most
desirablejobs for menteesbut also it enabledthem accessto the power structureswithin the
organisitions® In light of thesefindings, my study considersvhethermentoringhelpsparticularly
womenin law firms to advancetheir careersand progressto the highestlevels possibleof their

profession.

Furthermore,in 1983 Kram3* reconfirmed earlier findings of Levinson et al that the mentor
relationshipcansignificantlyenhancelevelopmenin earlyadulthoodalsoin themid-careerstageof

the more experiencedndividual. In 1985, Kram®® further revealedthat mentoringcanalsooffer an

80 NormaT. Mertz, WhyWomen$ U HI@ehidred(ERIC Clearinghousd 987)
81 RosabetM. Kanter,Menand Womerof the Corporation(BasicBooks1977)
82 DanielJ. Levinson, CharlotteN. Darrow,EdwardB. Klein, MariaH. LevinsonandBraxtonMcKee, TheSeasonsf a
Man'sLife (New York: BallantineBooks1978)
83 RosabethM. Kanter,MenandWomerof the Corporation(BasicBooks1977)
84 Kathy E Kram, p 3 K Do¥thieWlentor 5 H O D W L(RO@3Y26 4 3\Fademyof Managemeniournal608-625.
85 Kathy E. Kram, Mentoringat Work (GlenviewIL BasicBooks1985)
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array of potentialbenefitsfor a femalementor,suchas organisationalecognition,a loyal baseof
support, careerrejuvenation,and improved job performance With mentoring being seenas an

importantagectin careerdevelopmentielentlesgesearcttontinued.

During late 1980s Ragin$® andNo€®” foundthatalthoughmentoringrelationshipsareimportantfor

all membersof an organisationthey may be particularlyimportantfor women®® Both researcher
felt thatmentoringwasproviding positive andvibrant socialaspectwithin organisatiorandhelped
to encouragenteractionwithin female circles. In addition, Wright and Wright®® agreedwith the
findings of earlier mentionedresearcherand that mentoing shownto benefitthe menteesThey
further addedthat mentoringhasalso beenassociatedvith anincreasedsenseof confidence self-

esteemandjob satisfaction The samefindings havebeenfurther confirmedby Fagensof? in 1989
and that these organistional benefits also occur from greater satisfactionand commitment
experiencedy menteesand mentorsinvolved. Kanter also agreedthat mentorscan help women
overcomebarriersto advancemenh organisationsin additionto theabove femalementorsprovide

a beneficial supportfor women as they can serveas role models?! Increasingefforts have been
investedn projectsfor womenin the pastwhich leadto betterfocuson bringingwomeninto position

of leadershimndauthority® In supporiof this, areportpublishedn theMcKinseyQuarterly® found

86 Belle R. Ragins, 1 % D UttJNMéhtdring: The FemaleManager] Bilemma{(1989)42(1) HumanRelations1-22.

87 RaymondA. Noe, 1 $ Qwestigationof the Determinantsof SuccessfulAssignedMentoring 5SHOD W L RIGBEK LSV |
41(3)PersonnePsychology57-479,

88 Someof thereasonsvhy mentoringis particularlyimportantfor womenincludecareermdvancemerih anorgarisation,
developmentof women interpersonaland organisationalbarriers as well as maintaining effective networking
relationships.

89 Cheryl A. Wright and ScottD. Wright, p 7 KRdle of Mentorsin the CareerDevelopmentof Young 3URIHVVLRQDO)
(1987)36(2) Family Relations204 208

% Ellen A. FagensonThe Mentor Advantage:PerceivedCareer/ Job Experiencesof Prot g 3 VersusNon-Prot [g 3
(1989)10(4) Journalof OrganizationaBehavior309820.

91 Belle R. RaginsandTerri A. ScanduraGendeDifferencesn ExpectedOutcomeof MentoringRelationships1994)
37(4) The Academyof Managemeniournal957-971

92 Eileen C. Shapiro,FlorenceP. Haseltineand Mary P. Rowe, 10 R Y U@ Role Models, Mentars and the Patron
6\VWHI7E)19(3) SloanManagemenReview51-58.

93 GeorgesDesvaux,SandrineDevillard-Hoellinger and Mary C. Meaney, p 8BusinessCasefor : R P H @@908) The
McKinseyQuarterly1-7.
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thatcompaniesvho employseverakeniorlevel femalesendto performbetterfinancially ** This can
befurtherarguedthatwomenbring auniqueaspecto anorganisatiorandhavingthe seniorityit can

offer abetterbalancan areasof a highermaleorientation.

Moreover,duringthe secondhalf of 1990s,mentoringroseto prominencen the UK andmentoring
schemegyrew substantiallyin numberparticularly with the arrival of the Labour governmentin
1997 Mentoringcontinuedo bebasedn amodelwith theaim of helpingyoungpeoplewhowere

sociallydisadvantagedndmarginalised.

Furthermore,Dreher and Ash®® carried out researchinto linkages betweenglobal measuresof
mentoringexperienceandgendelin manageriahndprofessionapositions.Theirresearchvastaken
acrosshusinesssectorand in particularinvolving businessschool graduatesn the USA. They
revealedhat mentoringis differentially associatedvith careeroutcome for both menandwomen.
Their study disclosedthat participantsexperiencingextensivementoring relationshipsreported
receivingmorepromotionshadhigherincomesandweremoresatisfiedwith their pay andbenefits
thanindividualsexperiencingessextensivementoringrelationshipsin light of thesefindings, | feel
thattheempiricalevidencdoundin this studyprovidesfurtherknowledgefor thegapin literatureof

mentoringin law firms.

The subsequentlecadebroughtfurther definitions of menbring andits practice.For example,in
1995, Megginsonand ClutterbucR’ referredto mentoringas an offline help from one personto

anotherin making significant transitionsin knowledge,work or thinking. An offline help is

94 Having more seniorfemaleexecutivescompaniesare offered a broaderpool of talent,especiallyat an eraof talent
shortagesThe McKinsey reportrevealedthat the highernumberof femaleseniorexecutivedeadto strongerfinancial
performance.

9 Tim NewburnandMichael Shiner,'Young People MentoringandSocial Inclusion(2006)6(1) Youth Justice23-41.
9% GeorgeF. Dreherand RonaldA. Ash, (1990). A ComparativeStudy of Mentoring Among Men and Womenin
Managerial Professionaland TechnicalPositions(1990)75(5) Journalof Applied Psychology539-546.

97 David MegginsorandDavid Clutterbuck Mentoringin Action: A Practical Guidefor Managers(LondonKoganPage
1995)
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consideredo be an unofficial support,morein line of beinginformal in nature.This view remains
distancedfrom reality and increasesproblematicfactors for organisationsdesiring to establish
mentoringprogrammesin particularformal mentoringprogrammesliscussedaterin Secton 2.4. |

feel thatthis studyaddsfurther knowledgeto the existingbody of literatureparticularlymeasuring

the effectsof mentoringsupportavailableto womenin law firms.

Moreover,the perspectivgorovidedby Kram®® who looked at mentoringat work andin particular
relationshipsin organisationsand the developmentgluring the three stagesof the careers.early,
middle andlate, outlinedthe primary purposeof mentoringby havingarealisticview of the process
including potentialbenefitsandlimitations.Further,Kram revealedvariousforms of developmental
relationshipghat canexistin work settingsasa supportduring mentoring.Shefurther explainedin
her later article®® that the mentor relationship can significantly enhancedevelopmentin early
adulthoodaswell asin the middle stagecareerdevelopmenbf the more experiencedndividual.
These earlier stagesof career developmentsare obvious progressionstagesoffering greater
opportunitiego both,lessandmore,experiencedhdividuals.Within theempiricalevidencerovided
by theparticipantof this study,furtherknowledgeof potentialopportunitiego aid careeiprogression

hasbeenlearntfilling furthertheliteraturegapin this areaof law.

Moreover,mentoringis alsorecognisd asa setof role activities, including coaching,supportand
sponsorshiff® which canbe usedin anyorganisatiorandat anystageof H P S O Rdévé&lopfents.
Scandura® further revealedthat mentoring enhancesthe compensation promotions and pay

satisfactionof the employeesvho receiveit. Thesefindings agreewith 0 F . L Q V Kep8firtdvhich

98 Kathy E. Kram, Mentoringat Work: DevelopmentaRelationshipsn OrganizationalLife (University Pressof America
1988)

99 Kathy E. Kram, p 3 K Do¥/theWlentor 5 H O D W L(ROQA26 4 R Eademyof Managemenfournal608-625.

100 Kathy E. Kram, Mentoringat Work (GlenviewlL BasicBooks1985)

101 Terri A. Scandura, 10 H Q W Rabdv®ate8r Mobility: An Empirical , QY HV W L(I992Y L3P Journal of
OrganizationaBehaviourl69-174.
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revealedhatthe highernumberof femaleseniorexecutivesn anorganisationthe strongerfinancial
performanceThereforementoringrelationshipsrea critical careerdevelopmentool for employees
in any organisationMentoring providesthe advancedexperienceand knowledgethrougha direct

relationshippetweera mentoranda mentee.

Further,Levinsort®? suggestedhat finding a mentoris oneof the four main tasksyoungindividual
facesin the courseof their developmenturing youngadulthood.Levinsonexplainedsomeof the
functionsthat mentorsperformincluding the mentormay act as a teacherto enhancethe young
adulty $kills andintellectualdevelopmentFurther,the mentormay be a sponsowho may usehis
influenceto promotetheyoung S H U VERt€y findadvancementdditionally, the mentormaybea
hostandwill guide the menteeby welcomingtheminto a new occupationakind socialworld and
acquaintingthem with its values,customs,resourcesand charactersThroughthe P H Q WoRiit T V
virtues,achievementsandway of life, the mentormay be an exemplarthatthe menteecanadmire

andemulateand provide counselas well asmoral supportin timesof stress.

In addition,similar findings of Dreherand Ash®® concludedhatindividualsexperiencingextensive
mentoringrelationshipsreportedreceiving more promotions,had higherincomesand were more
satisfied with their pay and benefits than individuals experiencingless extensive mentoring
relationshipsilt is thereforegvidentfrom the earlierresearchthatmentorshipsmproveopportunities
for careeradvancemenieadingto greaterincreasdn pay andfurtherjob satisfactionSection2.2.1

providesa critical reflectionon mentoringrelationshipsn the New Millennia.

02 panielJ. Levinson P * U R ZUp@\dth A ' U H D(PIV8)1(1) PsychologyToday20-31.
103 GeorgeF. Dreherand RonaldA. Ash, A ComparativeStudyof MentoringAmong Men andWomenin Managerial,
ProfessionalandTechnicalPositions(1990 75(5) Journalof Applied Psychologys39-546.
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2.2.1 Mentoring in the newMillennia

Year 2000 broughtadditional views of mentoringstartingwith Darwin'®*who provideda critical
reflectionon mentoringfrom contrastingheoreticaperspectivesncludingfunctionalistandcritical
conception®f mentoring Fromthe functionalistperspectivementoringis associateavith recycling
of powerwithin workplacerelationships®® Darwin demonstrateth herarticlethattakenfor granted
practicesneedto be broughtto the surfacefor mentoringto be regardedasa usefullearningtool in
W R G Bork\settings1°® Mentoring generatesa network of support and a greater senseof
connectednes® the organisatiort®” In the light of the increasedP H Q Wcdrihvitfhent,retention

levelsthereforereduceandjob satisfactiorincreases®

In additionto theabove, 2 1 1 HY® @W@aledhatmentoringrelationshipsareimportantbecaus¢hey
havethe potentialto offer both organisationandtheir membersa wealth of benefits.Menteescan
benefitfrom mentoringwith careemrecognitionandsuccessaswell asincreaseccompensatiomnd
careesatisfactionThesdindingsarein acardancevith thefindingsof previouslystatedresearchers

all agreeinghatmentoringoffers careersatisfactiorandsuccess.

Furthermore Bieremaand Hill 1° found that virtual mentoringcan be evenless costly, easierto

manageand unconstrainedby geogaphy or time. The authorsfind an alternativeto the traditional

104 Ann Darwin, ritical Reflectionson Mentoringin Work Settingsf(2000 50(3) Adult EducationQuaterly 197-211

105 Thefunctionalistperspectiveonsistof firstly, menteeseekingnorepowerfulindividualswithin organisationsvhile
mentorgrovidetheirmenteesvith apreviewof whatit mensto havepower,andthereforeremovingsomeof themystery
106 Ann Darwin, p & U L Reflgétid@on Mentoringin Work 6 H W W20QQ)50(B) Adult EducationQuarterly197-211

107 DawnWallace,RonAbel andBeckyRopersHuilman, p & O H BRAthf@riSuccessDeconstructinddordersThrough
Undergraduat&lentoringf(2000)24(1) Reviewof HigherEducation87 102

108 Belle R. RaginsandJohnL. Cotton, pentor FunctionsandOutcomesA Comparisorof Men andWomenin Formal
andInformal Mentoring 5 H O D W L R@9Y)BA(H Jofrnalof Applied Psychology529550.

109ReginaM. 2 1 1 H lu®@ Bxaminationof OrganisationaPredictorsof Mentoring ) X Q F W(RE0g) V74) Journalof
ManagerialssuesA39-460.

0L auraL. BieremaandJanetteR. Hill, p9 L UMEeXtbBriogand + 5" 1(2005) 7(4) Advancesin DevelopingHuman
Resource$56-568
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mentoringapproacthowever mentionsomeimplicationsincludingusingvirtual mentoringasalife-
long educationatool. Theremight be someopportunitiesarisinghereto considemwhatbenefts and
limitations are presentedoy different types of mentoringand time scaleof the supportoffered.
However virtual mentoringpresentsomedisadvantagescludingawkwardnesg communication,
lack of trustanddifficulties with honestyin expressig views andopinions.Furtherlimitations are
linkedto thegeographicaaspecbf theprocessvhich canbeexpectedy its obviousnatureincluding

differentmenteeandmentorshavingdiversepotentialsandexpectations.

In 2006,BrockbankandMcGill reconfirmedthe definition of mentoringstatingthat mentoringhas
oneclearpurposethelearninganddevelopmenbf anindividual, a procesghatinvolveschangejn

this casesocialchanget!?

At the beginningof this decadefurtherresearchermcluding Cookandothers!? focusedtheir study
on mentoringasa low-costmethodof interventionanddisclosedhatmentoringprovidesbenefitsto
its participantshroughthe facilitation of mentoringrelationshipsFurther,Ramalhé*2 corroboratd
the earlierfindings of Cook andothersreconfirmingthatmentoringis an effectivelow-costmethod

of makingthe mostof thein-houseexperienceanddevelopingthe potentialof the workplace.

More recentfindingst'# reconfirmedthat by providing mentoringwith individual skill development,
strengtheningrganisationakystemsandutilising professionasupport further staff promotionsare

inevitable results. Ortega'® echoedthe above by confirming further that the value of tailored

111 Anne Brockbankand lan McGill, Facilitating ReflectiveLearning Through Mentoring & Coaching(Kogan Page
Limited 2006)

112 David A. Cook, RebeccaS. Bahn and Ronald Menaker, p 6 S HM¢@oring: An Innovative Method to Facilitate
Mentoring 5 H O D W L RAY)BAFH JofrnalMedical Teachei692-694.

113 JordanaRamalho,u O H Q WiRtbheL: @ N S Q2D F4H(4) IndustrialandComnercial Training 177-181

14 Nina Nichols, Kathryn McFarlane PriscillaGibson,FionaMillard, Andrew PackerandMalcolm McDonald, ut6 NLO O V

Systemsand SupportsAn Aboriginal CommunityControlledHealthService (Apunipima)Approachto Building Health
Promoton EvaluationCapacityof 6 W 2017)29(1) HealthPromotionJournalof Australial8-22.

15 Kristen E Ortega, Perspectivesrom a FirstGenerationCollege Student:Reflectionson the Value of Mentoring
5HO D W L RQY)KIAH IbfrnalindexingandMetrics 492-494.

38



mentoringoffers additional opportunitiesand benefitsto menteesand organsations.Someof the
advantagesncluded the availability of a greaternumber of potential mentors, overall cost of
mentoringandits effectivenessThesepositivefindings arereal reflectionsof mentoringin practice
offering both menteesand organisatios advantagesand further prospectsof development.in
addition othersbenefitingfrom the experience®f a mentoralsoresultsin the mentorexperiencing

asensef personavalidation?'®

In additionto the volumeof benefitsfor the mentee mentoringalsobringsbenefitsto mentorsand
organisationstself. Mentorsmay receivea senseof fulfilment in assistingand supportingmentees
with the knowledgethey possessincluding the developmenof a closerelationship!’ and evena
senseof beingrecognise professionallyanda senseof beingneeded?® In termsof benefitsto the
organisationtheseinclude productivity, retention,employeesatisfaction,motivation, succession
planning,work performancendevenorganisationatommunicatiort® For example prganisational
communicatioroccursasaresultof mentorsandmenteesharingknowledgeandinformationwithin

the organisationmprovingthis aspecin particular.

Broadrangingdefinitions of mentoringput forward by variousresearchergroposeshallengesn
finding universalagreementn identifying the fundamentakharacteristicof mentoringin current

times.Nonethelessnentoringcommonlyinvolvesmutuallearning?® with supportfor learningnew

118 TammyD. Allen, MentoringOthers:A DispositionalandMotivational $ S S U R(EZOB&AR(1) Journalof Vocational

Behaviorl3454

117 TammyD. Allen, MentoringOthers:A DispositionalandMotivational Approach12003)62(1)Journalof Vocational

Behaviorl34 54

118 John Carruthers,The Principles and Practice of MentoringThe Return of the Mentor: Strategiesfor Workplace

Learning(The FalmerPressl993)

119 Ariane B. Antal, Ddysseudlegacyto ManagemenbDevelopmentMentoring(1993)11(4) EuropearManagement
Journal448-454

120 David Clutterbuck, p (V W D E @nd M&iht&ning Mentoring Relationships:An Overview of Mentor and Mentee

& R P S HW KQOB)3EBNMA Journalof HumanResourceslanagemeng-9.
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skills including an increasedlikelihood of professionalsuccessjess time spentin the wrong

position}?! morestatusandevenobtainingarole model.

Havinginitially establishedhemeaningof mentoringandits benefitsoverthelasttwo Millennia, the
previousresearctshowedthatoveral mentoringprovided abeneficialtool in the careerprogression.
In addition, mentoringhelped with building new skills which benefitin higherpay, careersuccess
andsatisfactionHowever, thereis avery little empiricalevidenceshowingthe effectsof mentoring
in law firms andin particularhow effectivethe mentoringsupportis for femalelawyers.Therefore,
my studyfulfills thegapin theavailableliteratureandfurtherliteraturereviewis essentiato reflect
on variousforms of mentoring.With a view of adultlearningand developmentandfurther career
progressionmentoringprovidesopportunitiesof careeradvancemenin a formal or an informal
arrangementThe latter allows menteean opportunityto choosetheir own mentorthroughpersonal

relaionshipor socialnetworkandis discussethextin moredetailin Section2.3.

2.3  Informal mentoring

Theinformaltypeof mentoringmaybe considerednoreof adynamicandspontaneou/pewhereas
the formal mentoringis likely to provide more structued environmentWith very little structure,
informal mentoringis likely to be baseduponinteractionandchemistrybetweentwo peoplewhich
oftenevendevelopinto along-termfriendship.Hence,it maybethatindividualswho like andtrust
theotherindividual would selecthatpersorastheir mentor.Douglas?? supportsandfurtherexplains
that the key difference betweenformal and informal mentoring relationshipsis that informal

mentoringelationshipslevelopspontaneouslyyhereagormalmentoringrelationshipsievelopwith

21 Margo Murray, Beyondthe Myths and Magic of Mentoring: How to Facilitate an EffectiveMentoring Programme
(JosseyBass1991)

122 ChristinaA. Douglas Formal MentoringProgramsin OrganizationsAn Annotatedibliography(Centerfor Creative
Leadershidl997)

40



organisationaassistancer intervention,usuallyin theform of voluntaryassignmenbr matchingof
mentorsandmenteesA seconddistinctionis thatformal relationshipsareusuallyfor muchshorter
durationthan informal relaionships.Occasionally,mentoring programmesnay commenceon a
formal basisand as it continuesor reachesthe completionstage,it then becomesan informal

mentoringlastingindefinitely.

. U D Pr@seéarcHindings focusedon an informal mentoring.Shefurther explainedthat mentoring
entails of a supportiverelationshipbetweena more experiencedndividual, mentor and a less
experiencedolleaguementeeWith the P H Q W& aefntpersonafjuidancethementeecontinues
their developmenfurther?® Since 1985 many organisationsecognisedhe importantbenefitsof
mentoring and have attemptedto replicate informal mentoring relationshipsto support the

developmentsf their H P S O Raaiderfigressiort?*

Similarly, Scandura?® revealedthat the informal type of mentoringrelationshipsare more seenas
spontaneouypesandfurthersuggestethatby movingawayfrom spontaneout formal mentoring,
thegoalis greatlyto expandmentor,menteeandorganisationabenefitsof mentoringthroughouthe
organisation.Moreover, the informal type of mentoringis likely to exclude the organisational
involvementandtheremay not be any specific standarddgor the selectionof mentorsand mentees
whencreatingnformal mentoringrelationships This styleof informalmentorings likely to bemade
availableto the mostobviouscandidats andthe competenc®f the mentorsmay be difficult to be
measuredT he informal mentoringmay also consistof irregularandunplannedmeetingsdueto its

voluntarily nature!?® Thetermof p Whiobtobvious F D Q G In@yb¥defifiedasseeingpotentialin

123 Kathy E. Kram, Mentoringat Work: DevelopmentaRelationshipsn OrganisationalLife (GlenviewScottForesman
1985)
124 RonaldJ. BurkeandCarol A. McKeen, p'HY H O Ro8nalMentoring Progranmesin Organiations{(1989)53(3)
BusinesQuarterly76-79.
125 Terri A. Scandura,p 3 H U V Sdth fhtovirt, Leadershipand OrganisationDevelopment- R X U Q¥96) 17(3)
Developmentfiournal50-56.
126 syzanneJanssenMark van Vuuren and Menno D.T. de Jong u, Q| R WBrilo@ing at Work: A Review and
Suggestion$or Future 5 H V H 20 F6IK1B(4) Internationallournalof ManagemenReviews498-517.
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someoneDependingon the organisatiorthis may be basedon merit as being particularly good at

somethingor certainformal or informal criteria.

Traditionally,mentorsaresignificantindividualswho usetheirknowledge powerandstatugo assist
menteedo developtheir careersTraditionalmentorship?’ is the oldestform of mentoringandhas
beena commonsourceof patronagen the arts and sciercesthroughouthistory. Furthermorethe

traditionalform of mentoringis seenby Byrne'?® asan informal type of mentoringwhich provides
analternativeoptionto careeiprogressionln contrasto thetraditionalmentoringwheretheselection
processs dependenbnthepersonathoiceof theindividualmentor thereis aprofessionaimentorng

recognisedvherethe procesfocusseson promotingandencouragingndividualsby top leadership

aspartof mainstreanstaff development?°

In our society,the role modeltype is often found at an early ageand may commencewith young
people who would look up to their parentsand their developmentalperceptionson career
developmentsOftenin practice,the role modeltype representpositive impacton effective work,

inclusion, diversity and supportin careerdevelopmentBolton'3° confirmedthis theoy andfurther
explainedthat theseearly experienceplay significantpartin the formation of the behaviourof an
individual which affectstheir perceptionghroughoutife. Bolton furtherdisclosedhattheinfluence
of rolemodelson careerdevelopmenhasbeenthesubjectof considerableesearclandit is generally
agreedthat the presenceor absenceof appropriatemodels influencesthe developmentof the

individual.

127ElizabethByrne, 1 0 H Q W R bivhiahResourcandCareeDevelopmentA Policy $S S U R(DIBK Wnpublished

Pape.

128 Zinta S.Byrne,BryanJ.Dik andDanS. Chiaburu, p $ O W H UWdJ iadiitianalMentoringin FosteringCareer6 XFFHV V |
(2008)72(3) Journalof VocationalBehaviour429-442.
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As femaleprogressiorhasremainedchallengingwith thoughtsof havinga family andchildren,the
traditional precedenis now proving difficult to break.Nonethelesswith the informal mentoring,
men are more likely to help one anotherand continuetheir professionalismin the legal field. In

support of this, Dreher and Ash'3! found that common developmentalexperiencesincluding
mentoringand membershipgn the samesocial networksfacilitate a strongerbond betweenmale
menteesaand mentors.The intensityand quality of the mentoringrelationshipsare greaterfor male
menteesresultingin a greaterprogressionThis is supportedoy Hawkes®? who revealecdthat men
havebenefitedrom informal mentoringin maledominatedields for alongtime while Sambunjak®3

foundthatwomenhavereporteddifficulty in finding mentorsin this way andin theseenvironments.

Further,wherethereis a femaleand male pair for the purposesof mentoringsupport,their close
contactmaydeveloparisk to form a closerrelationshipbetweenthe two which alsopausesrisk to

their further careerdevelopment3* As seenin a study of 2010'%° from the Centrefor Talent
Innovation(formerly the Centrefor Work-Life Policy) which revealedhatnearlytwo-thirdsof men

in seniorpositionspulled back from oneonone contactwith junior femaleemployeesecausef

fearof beingsuspectedf havinganaffair. Meanwhile half of junior womenreportedoeingnervous

about oneon-one contactwith seniormen for the samereason.The issue of mixed mentoring
relationshipsmay resultin reducedfuture progressiorof any organisation. & O X W W Hdddahk N § V
suggestd that strategiessuch as open dialogue, suspendingudgment, and identifying common

interestsaandvaluescanalsohelp 3¢

131 GeorgeF. DreherandRonaldA. Ash, A ComparativeStudyof MentoringAmong Men andWomenin Managerial,
ProfessionalandTechnicalPositions(1990 75(5) Journalof Applied Psychologys39-546.

132 5arahl. Hawkes, 1 6 X S S RNURAPLHJ@4tbringin HigherEducationA Literature5 H Y L (2@L9)LondonKing §
CollegeLondon

133 Dario Sambuiak, SharonE. Strausand Ana Marusic, 10 H Q WiR Bd¢a@eiicMedicine: A Systematic5HY LH Z |
(2006)296(9)AmericanMedical Association11031115

134 DonaldD. Bowen, MVereMenMeantto MentorWomen?[1985)39(2) TrainingandDevelopmentiournal31-34.

135 Kate Ashford, WhyMen ' R Q Migvitor YoungeiWomen and How Wecan ChangeThat(The Muse2019)
<https://www.themuse.com/advice/winyendontmentoryoungerwomenanehow-we-canchangethat accessed26
SeptembeR019
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Informal mentoringhas beenidentified as a valuableand beneficialtool that brings longer term
advantageo theorganisatiorwhile assistingn thetransferknowledge prganisationalearningand
crossdepartmentommunicatiorprovidinganinformal network!®” Informal networksareregularly
seenacrossorganisationsvhere employeesshareand provide supportto eachother throughan

informal approach.

Raginsand Cotton'*® looked further at the effects of the type of mentoringrelationshipsand the
gendercompositionof the relationshipson mentoring.Menteesof informal mentorsviewed their
mentorsas moreeffectiveandreceivedgreatercompensatiothanmenteef formal mentors.One
reasorfor the greatereffectivenes®f aninformal relationshipsnight be the flexible natureof the
relationshipbetweenthe participants.Learningthe necessanskills may be taken gradually with
specialfriendshipsandtrustbuilt first on a moresolid foundationswvhich helpswith future learning

anddevelopment

In supportof the above further researcttakenby Chao,Walz and Gardnet®® supportedhe earlier
findings revealingthat menteesn informal mentorshipseportedmore careerrelatedsupportand
higher salariesthan menteesn formal mentorshipsEven more importantly, menteesn informal
mentorshipslsoreportedmorefavourableoutcomethannonmentoredndividuals. This studywas

basedon comparisonof individuals in informal and formal mentorshipsalong two mentoring

<https://www.davidclutterbuckpartnership.comAspntent/uploads/Diversitipook-samplechapter.pdf acessed 26

SeptembeR019
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dimensionspsychosociaandcareefrelatedfunctions.All groupsof individualswerealsocompared

onthreeoutcomemeasuresorganisationasocialisationjob satisfactiorandsalary.

An overall, an informal mentoringprogrammeis likely to be anindirect andlimited supportwith
unspecifiedgoalsand outcomesand offered for a long period of time. The choiceof mentorsand
menteesis likely to be basedon selfselectionwith no expert training given. Dependingon
organisationaheedsand requirementsijnformal mentoringmay be preferredtype to be usedor

alternatively aformal mentoringmaybe used.

Furthernore, buddysystemrolls into a mentoringsystemthroughan informal practiceof buddyor
mentorsupport.Thereis however,anobviousdifferencebetweerthe two, asthe buddysysten*®is
normallyinitiatedby organisationso helpnewemployeesdjustto jobsduringtheirfirst few months
of employmentvhereasnentoringis amorecomplexrelationshipandfocusesonbothshortandlong
term professionatlevelopmengoalswhich would normally be instructedby a menteeBuddiesare
most often peersin the samedepartmentwho assisthew employeedor shortperiod of time and
requirenospecialisedrainingasabuddy.As statedearlier,mentoringis amorecomplexrelationship
andfocuseson bothshortandlong-term professionatlevelopmengoals.Though,a mertor may be
anemployee'peer,mostoftena mentoris a personat leastonelevel higherin the organisatiorwho
is not within the P H Q WditddtfNpervisoryline of management*! Furthermore, 2 § + D J@uQd
thatpeermentoringrelationshipsaisea queston of beingan unequalfopportunity4? This is likely

to bewhenmentoringis offeredon aninformal basisandavailableto only someindividualsandnot

140 JohnCooperand JudyWight, i, P S O H P &lBuddy. Systemin the : R U N S D EPhperPresentecit PMI®
GlobalCongres20142 North America,Phoenix,AZ ProjectManagemeninstitute
<https://www.pmi.org/learning/library/implementidauddysystemworkplace9376 accesse@6 SeptembeR019.

41 Managemenientors, BusinesdvientoringMatters;Are Buddy SystemsandMentoringProgramghe 6 D P 26Way
2010 _ghttps://www.managemeimhentors.com/about/corporateentoringmattersblog/bid/33253/arduddy-systems|
andmentoringprogramsthe-same¢> accesed26 SeptembeR019.

¥2Mary 2 1 + D J pegrSupporin MentalHealthandAddictions{{2011)A BackgroundPaperPreparedor Kites Trust,

New Zealand <http://sharc.org.au/wp content/uploads/2016/03/PeBupportOverviewwOHagan.pdé accessed26
SeptembeR019.
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all perhapsln somecircumstancesnentoringopportunitiesnaybeavailableonly to a certaingroup
of employeeshasedn variousaspectsncludingtheir potentials availability, genderandsoon. This
sortof arrangementandpracticemay havenot beenseenregularlyhowever it hasbeenundeniably
heardof before.In addition, peermentoringmay also outweighthe coreadvantagesf the support
whichis viewedastherole modelaspectindprovidesmenteesvith trustedadvicefrom someonef

similar life experiencesndunderstandinghe challengesnenteedace.

In orderto distinguishbetweenboth typesof mentoring,formal and informal types, Section2.4

providesa broademunderstandingf theformal mentoringtype andits structure.

2.4 Formal mentoring

Formal mentoring programmeshave become increasingly popular in the past decadeas an
intervention to support organisationalchange efforts.*® In contrast to informal mentoring
relationshipsvhich havebeendiscusseaarlier,formal mentoringis beingpresentedisuallyin the
form of matchingprocessof menbrs and menteesFurther, formal mentoringproposesa more
systematipolicy issueandastandargartof managemeryractice With itsstructuredsetting formal
mentoringbrings peopletogetheron the basisof compatibility andis basedon a specificbusness
objectiveand is often measuredDependingon an organisationsomementorsmay promotethe
programmefollowing a specific training received prior to the commencemenbf the scheme.
Douglas** addedthat formal mentoringprogrammesare thosethat are assignedmaintainedand
monitoredoy theorganisationFurther therearethreetypesof formalmentoringknownastraditional

oneonone,distanceandgroupmentoring.The threetypesof mentorirg offer variety of supportto

143 Catalystinc, Mentoring: A Guideto CorporateProgramsand Practices(Catalyst1993)
144 ChristinaA. Douglas Formal MentoringProgramsin OrganizationsAn AnnotatedBibliography(Centrefor Creative
Leadershidl997)
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menteesaswell asbenefitsof eachtype of schemeFor example,with the traditionaloneon-one
mentoringbothparties menteeandmentor,arematcheceitherthrougha programmeor ontheirown.
The own matchingcharacteristi canbe comparedvith theinformal matchingprocessOneon-one
mentoringis consideredasa familiar modelof mentoringhencesomepeoplefeel comfortablewith
it. The supportof oneon-onementoringencouragegpartiesto developa personarelationshipwith
critical individual support.This typeof mentoringoffers supportfrom the mentoraswell asfrom the
programmeorganisemwhich may be the managerof the organisationThe disadvantagef this type
of mentoring offers limited availability from the mentor which may be restricted with other
responsibilitiesNonethelesghetraditionalform of oneon-onementoringprovidesthe partieswith
structure,selectingtimeframe prior to the commencementf the programmeand measuringthe

progressvhich maybesetby theinitial arrangements.

Furthertype of formal mentoringis known as distancementoringwhereboth partiesare basedin
differentlocations this maybeat differentdepartmentsr evenoffices. Distancementoringcanalso
bereferredasvirtual mentoring.Colky andYoung'“® statethat mentoringcantake on a whole new
perspectivavhen peoplehavea commongoal but arein different physicallocations.They agreed
thatthis type of mentoringcanbe substantiabnd provideincreasedccesto mentos aswell asno
limitations on spacetime andlocationwith loweredcostsinvolved. Knousé*® furtherrevealedhat
mentoringis an increasinglyimportantfunction of careersuccessand that many specialgroups,
includingminoritiesandwomen,havedifficulty finding a mentor.Therefore onesolutionis virtual
mentoring- selectingandinteractingwith mentorsontheinternet.Someof usmayfeel thatthis type
of mentoringhasreducedopportunitiesor faceto-facecommunicatiorwhich may be animportant

aspecto mentoringin their view. Also, internetcommunicatiormay be misunderstoodiueto the

15 DeborahLavin Colky andWilliam H. Young, p 0 H Q WiR thé\Qrtlial Organization:Keys to Building Successful
Schoolsand % X V L Q (200Y)H4A4 Mentoring& Tutoring: Partnershipn Learning433-447.

146 StepherB. Knouse, 1 9 L UMeKt@r©Mentoringon the , Q W H@@ B 38(%) Journalof EmploymentCounselling
162169
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toneandattitudeof messagdetweenthe parties.Otheraspectf distancementoringthat may be
consideredy the partiesis trustworthinessseltmotivationandtechnologicakkills to achievetheir
desiredoutcome.Nonethelessflexibility and P H Q WaRaa¥ifity of this type of mentoringoffers

greatemopportunitiesandsupportfor mentees.

Thethird typeof formal mentoringis knownasgroupmentoringwhich bringsin diverseknowledge,
expertiseand supportto menteesClutterbuck?*’ statedthat group mentoringis a relatively recent
innovationandis typically usedin situations,wherethe demandfor mentorsoutstripsthe supply.
Clutterbuckfurther revealedthat the group mentoring may include betweentwo to ten people
maximum giving opportunityto discusstopics of interestcollectively that may raise discussions
developingfurther networkswithin the organisatiorandfurther afield. Somementeesnay feel that
oneon-one mentoringis further requiredandthis may be a oneoff opporunity, or developinto a
standardraditional oneon-one mentoringrelationshipas discussecarlierin this subchapterThe
group mentoringmay be more suitableto menteesvho are dealingwith complexissuesand the
supportmay be requiredfrom a panelof mentorswho would offer a rangeof supportfrom various

perspectives.

Moreover,it hasbeennotedby Allen andotherg*® thatthe formal mentoringprogrammesontinue
to gainpopularitywithin organisationslespitdimited empiricalevidenceandresearchegardinghow
theseprogrammesshould be designedto achievemaximum effectivenessSimilarly, Raginsand
Kram**° alsodisclosedhatresearcton formal mentoringis limited which reduceshe opportunities

to outlinewhatconstitutesa successfuientoringprogrammeRaginsandKram'>° furtherexplained

147 David Clutterbuck Mentoringand Diversity (1 edn Routledge2002)33.

48 TammyD. Allen, Lilliana T. Eby andElizabethLentz, p 0 H Q W Behsivoksdnd MentorshipQuality Associated
with Formal MentoringPrograms:Closing the Gap BetweenResearchand 3 U D F {2Q0B)[1(3) Journalof Applied

Psychologys67-578

19Belle R. RaginsandKathy E. Kram, The Handbookof Mentoring at Work: Theory, Researchand Practice (Sage
Publicationd_td 2007)
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thattheformalmentoringprogrammesnaybedevelopedo addressvarietyof organisationaheeds.
This is likely to be basedon the individual organisatiorandtheir particularneedswhich may vary
from other organisationgvenin the samefield. Nonethelessthis is a reasonabl@pproachaseach
organisatiorshouldbein a positionto consideitheir own particularneedsandfocuson creatingtheir

own mentoringprogrammethatsuitstheir organisatiorandfocuseson their specificrequirements.

Generallyduring the formal mentoringselection,mentorsand menteesare carefully selectedand
reasonablyvell-matchedn thattheyunderstandhe mentoringprocessandtheir aims.Nonetheless,
thereis no specificevidenceaelatingto the mostappropriatanentoringselectiorprocesghatonecan
follow. It is moreaboutindividual law firms andtheir specific requirementsand needsbeforethe
selectiorof employeess consideredOneof themostsignificantimportarceof mentoringsto ensure
thattheprogresss beingmonitored.Thisis likely to providemeasure@utcomeandhelpwith further
interventionif necessaryto supportthe process.In order to successfullydeliver a mentoring
programmendachievesignificantbenefits potentialmentorsshouldundergarelevanttraining prior
to the commencemenf the programmeThetraining andits approachvary uponindividual firms
and their specific needsfor developmentFor example,in somecasesthe mentorswill undergo
internal training othersmay offer an externaltraining or perhapsprovide this online. This may
includepeoplemanagementevelopmenandprogressioncommunicatiorandevenconfidentiality.
Thetrainingmaybein aform of a oneof sessioror laging indefinitely or evenon a hop on andoff
basisif necessaryThe benefitsof the mentorstraining are to increasetheir confidencethrough
making effective useof previousexperienceand knowledge.Furtherbenefitsof the training will
also provide networking opportunitieswith new mentorsto-be and existing mentoringgroupsof
peoplewho arelikely to bethe supportfor future encouragingndependenceNetworkingis atheme
outlined by the participantsof this study as a benefitof mentoringwhich is discussedurther in

Section2.10.
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An overall characteristicsurroundingthe formal mentoringincludes, direct organisationabenefits
with an establishedjoalsandmeasurabl®utcomesFurther,the formal mentoringsupportis likely
to be offeredto all employeesvho qualify with strategicpairingwith mentorsandmenteesandset
for a specifiedperiodof time, for examplenine or twelve months.With a view to advancepersonal
and professionaldevelopment,organisationsestablishformal mentoring programmeshowever,
difficulties remainin deliveringtheseresults.If thementoringrelationshipsarefoundto havesimilar
personalitiesthementeeseceivemorecareermandpsychosociasupport Furtherfindings'>! revealed
that careersupportis linked to mentorand menteesimilarity in the personalitytrait opennesso
experienceandthat psychosociabupportfor menteeds linked to mentorand menteesimilarity in
opennes$o experienceandconscientiousnesgurtheroutcomeshowedthat matchingmentorswith
menteen two specificpersonalitytraits, opennes$o experienceandconscientiousnesgnhances

the outcomesf mentoringrelationshipgor mentees.

Various theoriesof advantagesand disadvantage®f formal mentoring programmeshave been
established® Forexample Eby andLockwoodreconfirmedhattheformaltypeof mentoringbrings
in benefitstogether with somechallengesThemostcommonlyreportedoenefitsfor menteesnclude
learning, coaching, career planning and psychosocialsupport. Others include improved career
satisfactionretentionimprovementfurtherpromotionsandincreasen wagerewad. However there
are also somechallengesof the formal mentoringprogrammesncluding mentor neglect,unmet
expectationsand structuralseparationfrom the mentor.As a result of the aboveadvantagesnd
disadvantagesthe following suggestionsidentified by Eby and Lockwood include, clearer

communicationsof programmeobjectives, better matching of menteesand mentors, targeted

1 ChristineMenges, 1 7 R Z DrpiGving the Effectivenessf Formal Mentoring ProgramsMatching by Personality
0 D W W2815)41(1) Group& OrganizationaManagemen98-129.

%21 jlliana T. Eby andAmandal. Lockwood, Proeges fandMentorsIReactiongo Participatingin Formal Mentoring
ProgramsA Qualitative , Q Y HV W 2006Y8 (B Ipdirnalof VocationalBehaviour441-458
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participationin the programmendbetterprogrammenonitoring.FurthermoreRaginsandCottort>3
revealedstatisticalevidenceof theonethird of the Q D W mB@dfganisationsvhohavecommenced

formal mentoringprogrammesndconfirmedthatthis numberis growing.

In an attemptto capturethe following benefitsof mentoringincluding more promotions>* higher
incomes®®® redwed turnover intentions!®® greatercareersatisfactionand easiersocialisatiort>’
many organisationsare creating formal mentoring programmego assistwomenin their career
developmentandprogressionWith womenexperiencinggendefrbasedarriersgenerdly, theyvalue
individualisedfeedback mentoringand coachingmore than men'°8 The formal type of mentoring

providesan effective supportaddingbenefitssuchas specialisedraining andresourcego enhance

their careemprogression.

Oneof the greataspectf the formal type of mentoringis thatthe processs in a structuredform
whichis beingmonitoredandmeasuredT heformalmentoringorogrammesequiremoreof aninitial
organisatiorthanthe informal mentoringprogrammesncluding, the administrationalsetup of the
processhrougheither HumanResourcegHR) interventionor seniormembersFurthermoreijt is
inevitableto havea presencef active participantsof the schemejncluding menteesand mentors,

whoform thementoringrelationsips.In addition,theformaltypeof mentoringprogrammegropose

153 Belle R. Raginsand JeremiahP. Cotton Mentor Functionsand OutcomesA Comparisonof Men and Womenin
FormalandInformal MentoringRelationshipg(1999 84(4) Journalof Applied Psychology529-550

154 GeorgeF. DreherandRonaldA. Ash, A ComparativeStudyof MentoringAmong Men andWomenin Managerial,
ProfessionalandTechnicalPositionsf(1990 75(5) Journalof Applied Psychology539-546.

155 GeorgiaT. Chao,PatmWalz andPhilip D. Gardner, rormalandinformal MentorshipsA Comparisoron Mentoring
Functionsand Contrastwith Non-Mentored Counterpart§(1992 45(3) Journal of Theoretical Social Psychology,
PersonnePsychology619-636.

156 RalphE. Viator andTerri A. Scandura & Studyof MentorProtege Relationshipsn LargePublicAccounting) LU P V
(1991)5(3) AccountingHorizons20-30.

157 CheriOstroff and SteveW. Kozlowski, p 7 KREle of Mentoringin the InformationGatheringProcesof Newcomers
During Early Organizational6 R F L D O (9932 R)Qdurnalof VocationalBehaviorl70-183.

158 GayleCudeandKarenWinfrey, u 7 KliddenBarrier:GendemBias:Factor ) L F WR®QML(3)Nursingfor :RPHQ TV
HealthJournal254-265.
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fair and equalopportunitiesacrossthe firm which arethenequally availableto all employeesand

followedup by rigorousandcontinuousneasuringf therunningandtheeffectivenessf theprocess.

Clutterbuck®® confirmed that the organisationof mentoringprogrammess a complex role and
requiresappropriatenetworksand competencelt is understandabléhat someamountof time and
commitmenimustbeexpectedThisagainis consideredavith abalancedpproactwhichheexplained
thatif the participantaneetlessthanoncea quarterthantheyhavenot gotarelationshipjt is justan
acquaintancedefurtherrevealedhatif theparticipantaneetmuchmorethanoncea monththenthe
mertor is probably doing the line P D Q D JjbbU Kurther, Clutterbuck explainedthat ideally,
mentoring meetingsshould last betweensixty to ninety minuteswith an extra half an hour for
contingencied®’ This proposedimescalemay well be unachievablelue to variousobstaclesFor
example from the legal practisepoint of view, the extratime would haveto be compromisedvith
billable hoursthat lawyersinclude for their F O L HvQrky &lifnt careas per 6 R O L FCaeRdU V
Conductand high targets.The purposeof a mentoringprogrammeis to focus on peopleandtheir
developmentwithin an organisation.By having this close relationshipbetweenthe two people,
mentorandmenteewho will strivefor excellencen thedelivery of an organisatior objectives:t?
It is vital thatthe relationshipcontainsa high degreeof trustand mutualregardandthatthe mentor

helpsthe menteebecomewhattheyaspireto be andrealisetheir potentials.

Moreover,alsoto be expecteds the P H Q Weé$pbfidibilityto keepalog of their mentoringsupport
including career planning, researchactivities, progressand even telephoneconversationsand

discussionsBy way of measuringthe succes®f the experienceboth, the mentorandthe mentee,

159 David Clutterbuck, p 2 U J D QMevitbipgProgrammesHow to be a GreatProgrammeCoordinator Development
andLearningin 2 U J D Q L V(ROOB)2R(Q) X1 Internationallournall6-17.
160 David Clutterbuck EveryoneNeedsa Mentor (5" edn Charterednstituteof PersonneandDevelopmen2014)
Blwilliam A. Gray and Marilynne M. Gray, Mentoring: Aid to Excellencein Career Devebpment,Businessand the
ProfessiongMentoringInstitute 1986)<https://files.eric.ed.gov/fulltext/ED308278.rdficcesse@1 October2019.
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would also be expectedo provide a written experiencesvaluationwhich would normally help to

improvethe programmavhenoffering furthermentoringsupportto otheremployeesn thefuture.

Despite of some substantialbenefits of the formal mentoring programmes,the creation and
implemenation of theseinitiatives arenot without challenges®? In fact, overadecadeago, Kramt%3
cautionedhatasidefrom the practicaldifficulties inherentin creatinganeffectiveformal mentoring
systemthepremise®nwhichthiskind of structurainterventionis basedareof questionablealidity.
It is the menteewho would identify their needswhich thenare supportedoy a mentorwho would
listen,observecommunicategreateopportunitiesand,mostof all, providerelevanfeedbacloffering
respect, trust, constructive criticism and options.!®* Therefore, the greatestadvantageof the
mentoringsupportis thatthe mentoringjourneyis alwaysbeingdrivenby a menteevho will outline
theirgoalsandexpectationgncludingskills anddesiregsheywishto gainfrom thementoringsupport
which will increaseheir engagemenivith the schemeandconsequentlyimprovetheir confidence,

motivationandcareemprogressiort®®

With all this in mind, the formal mentoringprogrammesreategreatopportunitiesbut have to be
carefullyconsideredy organisationsvho wishto implementhemdueto theaboveoutlinedaspects.
Formalmentoringprogrammesrelikely to providemorestructurecenvironmentwhichwill haveto
be compromisedy the S D U W L aB8abi@ywend fillingnessto take part. Ehrich and otherg®
concludedhatthekeyissuewhenestablishingnentoringprogrammess to considerto maximisethe

experienceof mentoringfor all employeesqually.In orderto provide mentoringavailableto all

82 Terri A. Scanduraf '\ V I X Q F WenRihgRelationshipsnd 2 X W F R(PA98y2%(3) Journalof Management49-
467.

163 Kathy E. Kram, Mentoringat Work: DevelopmentaRelationshipsn OrganizationalLife (ScottForesmarGlenview
1985)

164 JamesG. ClawsonandKathy E. Kram, 1 0 D Q DGro$3Gender0 H Q W R(1BBQ2)7(3) BusinesHorizons22-32.
165 Michael Armstrong,StrategicHumanResourceManagementA Guideto Action (KoganPage2008)

166 jsa C. Enrich,Brian C. HansfordandLee Tennent, formalMentoringProgramsn EducatiorandOtherProfessions:
A Reviewof the Literaturef(2004)40(4) EducationalAdministrationQuarterly518-540.
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employeegqually,somelevel of organisatiorandplanningwould haveto be administeredThis is

likely to bring somelevel of competencandcomplexity.

In Section2.5, | will consideraspecbf mentoringfrom aninternationalperspectiveandparticularly,
mentorshign America,Australia,Europeandthefar East.| believethatdifferentcountriesepresent
differentculturesof mentoringpracticesvhich we canshareand learnfrom. This is abrief overview
of someapproacheavailableasl amsimply unableto provideanoutlineof all countriesduringthis
studyanddo it justice. Therefore,a snapshot overview will outline somedifferent international

contextsof mentoringsupportavailable.

2.5 Mentoring: An international perspective

As we alreadyknow, the term mentorfwasinitiated in the Greek + R P H Odj/sseybetweenthe
eighh and ninth centurieshowever,the first use of the word pP H Q W Rppgdadtd fiave been
initiated in Americaduring the late eighteenthcentury®’ The initial publicationon mentoringby
Ann Murry 168 in 1778 provided instruction for young men followed by decadesof further
developmentm theareaof mentoringncludinga periodicalin 1830whichwasspecificallydesigned
for youthfollowed by a monthlymagazinan 1839publishedoy JohnS. Taylor. However,it wasnot
until 1910 that mentoring becametotally actualisedwith the founding of the Big Brothers
organisatiort®® Thereforewith mentoringbeinglargely a 20th-centurydevelopmenin Americal’®

mentoringremainsone of the mostpopularsocialinterventionsn Americansociety!’* It hasbeen

167 Beverly J. Irby andJenniferBoswell, u + L V WRibt cdnizQof the Term, 30 H Q W R(ROL&) J4(1) Mentoring &

Tutoring: Partnershipn learningJournall-7.

168 An English F K L O Gtuklafidh®ivriter andpoetwho becamewell-known throughher mostfamousbook Mentoria
talking aboutmentoringpublishedin 1778.

169 The organisationis now known as Big Brother Big Sisterorganisationbeing one of the oldestand largestyouth
mentoringorganisationsn the United Stated.

10 David L. DuBoisandMichael J Karcher,Handbookof YouthMentoring(SagePublicationd_td 2005)15.
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highlightedthatmentorshigrogrammesupportyouthsaswell astheyoungAmericanworkforcel’?

Thefindingsrevealedhatby understandinghesocialissuegshementorshipnterventiorhaspotential
to supportAmericanyouths and motivate them to move forward with their educationalffutures.
Following its further discussionsand practices,in the late nineteenseventiesand early nineteen
eighties,mentoringpractisebecamemore widespreadByY this time, mentoringpracticesescalated

acrosfuropeandAustraliawhich | will discusdaterin this section

Fromaround1990s formd mentoringprogrammesn Americabecamamportantmanagemertbols
and continuedto be usedregularly by organisatios!’® One of the main advantagesf the formal
mentoringis that mentorshipis extendedo individuals and minorities who would not have been
consideredoreviouslywithin the organisation.This is generallythe caseacrossvariouscountries
includingthe UK in supportof the minoritiesincludingwomen.Althoughwomenmay be a minority
amongthe workforce in male dominatedsectors,ie STEM or military, they are not considereca
u P L Q Ragdutsificetheyform 50% of the populationin manycountriesincluding UK. In some

sectorsvherewomenareminority, theymaylikely bedoingparttime work instead.

Further,Monserraiandothers’* undertakera studyfor the purposeto compareZ R P H Qehtoring
experiencescrossnine countrieswithin the Americas,andto explorelinkagesbetweenpersonal
characteristicanentoringpracticesandfunctionsandconsequencesf beingamenteeTheoutcome
revealedthat mostof the womenmenteeshave more thanone mentorwhich canbe linked to the

findings of my researctwheremy participantsshowedsubstantialnterestin havinga multi-mentor

172 Justin Preston, g 1 HResearchReviews Mentoring ProgramsSupporting Native American < R X {2R1$B) The
Chronicalof EvidenceBasedMentoring iwtt s://www.evidencebasedmentoring.org/A@searckreviewsmentorin
programsupportingnativeamericanyouth/ accesse@1 Octoler 2019
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74 Sjlvia . Monserrat, JoA. Duffy, Miguel R. Olivas-Lujan, JohnM. Miller, Ann Gregory,SuzyFox, Terri R. Lituchy

andNeusaM. B. F. Santos,MentoringExperience®f SuccessfulWomenAcrossthe $ P H U L(EQDY)Z4(6) Gendeiin
ManagementAn Internationallournal455-476.
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modelavailableduring their mentoringsupport.l will disaussthis specificaspectof multi-mentor

supportin Section2.7.1

Clutterbuck’® providedadditionalview whencited an earlierauthor,Ralf M. Stodgill, who viewed
the mentoras an ambiguousauthority figure. Mentoring hasalso beenusedas a managingtool in
large private-sectororganisationgo supporttheir junior staff1’® Clutterbuck’’ further addedthat
evenat this early stageof developmentn mentoring,thereis recognitionthat the mostsuccessful
mentoringrelationshipsdevelopednto friendships Moreover,duringearly 2000,the AmericanBar
$ V VR F L DWhieRiQtfiaProfessiorCommissiorfocusedon the progresof womenin thelegal
professiorandrevealedhatnumberof womenenteringthelegal professionjncludinglaw students,
newly qualified lawyersand seniorlawyerswas increasing.This meant that the progressowards
equality in the legal professionwas moving forward however,womenremaired underrepresented.
Lack of influencefor greaterpromotionswas detectedand despitesimilar qualificationsbetween
maleandfemalelawyers,the pay gapremainedevident.Furtherrecanmendationsvereput forward
in orderto combatbiasin thejusticesystemandto increasesupportnetworksfor womenin thelegal
profession. Some of the recommendationsncluded flexible working policies and mentoring

programmesnd Z R P H @efinorks.

With diversity being a top priority in corporateAmerica, Thomas’® researchedhe progressiorof
racial minorities at threelarge Americancorporations.The findings revealedthat minorities who
progressfurthest shareone characteristic this being strong networks of mentorsand corporate

sponsors.Therefore,the multi-mentormodel is proving to be a crucial elementof the menteed]

175 David Clutterbuck EveryoneNeedsa Mentor: Fostering Talent at Work (2" edn Institute of Personneland
Development991)

178] jsa C. EhrichandBrian Hansford, p 0 H Q W Rroda@ Consfor + 5 0 1999)37(3) Journalof HumanResources
92-107.

177 David Clutterbuck EveryoneNeedsa Mentor: Fostering Talent at Work (2" edn Institute of Personneland
Development991)

8 David A. Thomas, 1 7 R kith About MentoringMinorities. Race 0 D W V28017 9(4) HarvardBusinessReview98-
107.
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progressiorand careerdevelopmentFurthermore Manganandothers”® undertakera study of 400
lawyerswho haveleft at leastonelegal employerduring their legal careerandthe findings showed
that mentorshipwould havebeengreatlywelcomedduring their legal careersprior to leavingtheir
employmentat the time. This suggestedhattherewasperhapdack of mentoringsupportavailable

to the participants.

The Minority CorporateCounselAssociation(MCCA)*%in America advocatedor the extended
hiring, promotionandretentionof minorities.Thefindingsfrom theirresearclundertakeron women
and minoritiesincludedcurrenttrendsand developmentor the diverselegal leadersof mentoring

support&

Thereare somenotabledifferencesbetweenAmericanand Europeammentoringincluding the term
u P H Qadmhtdfilyusedin Europediffer with u S U R WgétldytAfhericansThis contradcting term
is seenby Europeansas unacceptablalue to its patronisingand hierarchicalnature. Whereas,
Americandail to recognisgheterm pu P H Q dMirmhidithis beingatrendytermandnot actualword
in fact. Furtherto the abovelanguagalifferences, thereare more deeperdifferencesto mentoring
seerby thebothnations.Forexample Americansview mentoringashelpingthe protegeadvanceup
the corporatdadder,while Europeanseethis functionasnepotismandfavouritism,andtendto use
amoreholistic conceptof mentoringthatis relatedto the cycle andoverall personadevelopmenof
the menteejrrespectiveof their rank or advancemenpatterns:®? Furthermorementoringprovides

thementorwith certainbenefitsfor exampleyejuvenatiorof their careerandsatisfactiorof assisting

179 Kate MayerMangan Erin Giglia andLaurie Rowen, u : K LawyersLeavelLaw FirmsandWhatFirmsCanDo About
L WM April 2016) <http://www.lawpracticetoday.org/article/wHgwyersleavelaw-firms-andwhatfirms-cando-
aboutit/> accesse@6 Septembef019.

BOMCCA, u$ G Y D @irerety, Inclusionand ( T X L §Anrfual Report2017) <https://www.mcca.com accesse@6
SeptembeR019.

BIMCCA, u$GY D @irer§ty, Inclusionand (T X L {Anrlual Report2017) <https://www.mcca.com accessed®6
SeptembeR019.

182 David Clutterbuck and Belle R. Ragins, Mentoring and Diversity: An International Perspective (Butterworth
Heineman 2002)
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anotherdeveloptheir capabilitiest®3 In addition, Kantet®* observedhat being mentorednot only

yieldedthe mostdesirablgobs for menteesbut alsoit enabledthemaccesgo the powerstructure
within the organsation.In Europe mentoringis increasinglyrecognisedsatool for advancinghe
labour marketincluding immigrants® Employmentorientedmentoringprogrammeshavethe end
goal of employmenfor the menteeput alsoaim to achieveimportantobjectivesalongthe way that
canpromoteemploymensuccessncludingdevelopmenbf socialandcognitiveskills, expansiorof

sodo-professionahetworksandimproveself-confidenceandself-reliance . Similarly, in Europeand
in America,the labourmarketoutcomesof immigrantpopulationsexperiencenorechallengeghan
thoseof the native population.This may often include the languagebarrierand/orsocialinclusion
challengesAlthough, EU migrantsfor instancehavetraditionally beenconsiderechighly mobile.
Therearealsq anumberof settledethnicminority communitiesn theUK, includingmigrantwomen
who havemigratedto the UK, not assecondarynigrantsor dependents, butasautonomougrimary
migrants Further,youngadultsandthelow-skilledindividualshavebeenhit hardesby theeconomic
crisis18 Therefore,mentoringis seenasa relevantsupportfor thoseinvolved andin particularthe

traditionalone-on-onementoringis highlighted.

Furtherinternationalcontrastingapproachtaken from an Australian perspectiveexplores general
characteristicof mentoringrelationshipsand its effectsin academiaFindings reveded positive
responsesncluding the mentoring experiencebeing an extremelyvaluable encounterincreasing
P H Q WsEIftanfidence®” Thesefindings recognisecomparabldindings of mentoringin the UK

and particularly with consistentfindings of my thess proving that mentoringincreasesPHQWHH V |

183] jsa C. EhrichandBrian Hansford, p 0 H Q W Rriogda@Consfor + 5 0 {1999)37(3) Journalof HumanResources
92-107.

184 RosabetiM. Kanter,MenandWomerof the Corporation(BasicBooks1977)

18 Milica Petrovic, Mentoring Practices in Europe and North America: Strategiesfor Improving Immigrants'
EmploymenOutcomegBrusselsKing BaudouinFoundatior2015)

186 Emily Dugan, u 7 KNdet Generation:Why Young Britons Have Been HardestHit by the Economic ' RZQW XUQ
Independent24 February2014.

187 JeanneMadison, Bruce A. Knight and Kathy Watson, 0 H Q W Rnibh@3tJ$ F D G H R19B83) 30(1) Australian
EducationaResarcher77-91
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confidencevhichwill becoveredn moredetailin Sections.4. In addition,furtherstudyof mentoring
in the Australianworkforcerevealedhatthe menteedelt thattheywerelearningfrom the mentoring
supportjn termsof improvingtheirgeneraunderstandingfthe F R P S Ddparfitonsandin dealing
with practical managemenissues:® More recentfindings of Nolan'®® from the southernpart of
Australiaprovidedeffectsof mentoringexperienceeceivedoy earlychildhoodteachersncludedthe

enhancemerdf P H Q WARAUPTH/Q WpkbtegsWwnatlevelopmenandprofessionaldentity.

MoreovertheUniversityof HongKongin Chinaundergondurtherresearctinto P H Q W& ¢éptiHn

of their rolesin mentoringstudentteachers® The findings from this researchoutined PHQW R UV |
concerngo ensurethatthey providesensiblebut realisticadviceto their menteesiependingn their
personaktrengthsandweaknessedonethelesgheir continuedsupportdependean the strengthof

their interpersonalrelationship which enabledthem to work togetherto achieve professional

development.

Furtherresearchwas taken by the Chinese,exploring the mediating effect of mentoringon the
relationshipbetween personalearningandcareerdevelopmenin ChineseenterprisesThefindings
revealedthat personallearning and mentoring had a significantly positive impact on career
development. Mentoring mediated the relationship between personal learning and career
developmenandasaresultit hasbeensuggestedhatwhenpromotingcareerdevelopmenbenefits,
enterpriseshouldenhancehe positiveeffectsof personalearningandcareerdevelopmenthrough

mentoringmechanisms®?

188 Darryl Dymock, Blind Date:A CaseStudyof MentoringasWorkplaceLearning(1999)11(8) Journalof Workplace
Learning312-317.
18 AndreaNolan, pu (|1 H FMebtgring for the Next Generationof Early Childhood Teacherdn Victoria, $XVWUDOLD
(2017)25(3)Mentoring& Tutoring: Partnershipn Learning272-290,
10 TammyKwan andFrancisLopezReal, p 0 H Q VP& dgptifin®f Their Rolesin MentoringStudent7 H D F K20QbY
33(3)Journalof Teacher€&ducation275-287.
Pl RueyweiGong,Shih-Ying ChenandShinLungLee, p 6 R Behiaourand 3 H U V R DIQ)BYE) AN International
Journal807-824
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Thecommonthemein mentoring whetherin theUSA, Australia,Chinaor Europejs thatthereneeds
to be a closerelationshipbetweena mentorand a menteewhich is developedduring a mentoring
programmeFurthertrustandsupportarebuilt onthathelpthe mentego concentrat®n their career
developmenandprogressionAlso, knowingthata seniorandmoreexperienceaolleagues closely
overlookingtheir progressionas this helpsto build motivation and confidencein menteesvhich

advancesheir personafjrowthandcareerdevelopnent.

The following Section2.6 is consideringmentoringfrom an entrepreneuriaperspectivancluding

mainadvantagesf the support.

2.6  Mentoringin business

In the businesssector,mentoringis also seenas a developmentool*®?which helpsnot only the
organisationas a whole but also the individual within the organisationt®® The main benefit of
mentoringto any organisationis having a more fulfilled, committed, resourcefuland motivated
workforce. Further,mentoringhelpsindividuals to developwithin the organisationaframework.
Especiallyan understandingf the F R P S Dvalugsand a realisationthat the organisatiorhelps
themfeel they aremakinga worthwhile contribution®* Theinitial inductionprocessallows people
to becomefamiliar with the organisatiorandits ideologies.The mentoringsupporthowever,helps
with effective future learning and progressesP H Q Wddrdersfurther by enhancingjob related
knowledgeand skills. Togetherwith properintegrationand fairness of treatmentmentoringhelps
peoplein organisationsvith majortransitionsto new stagesof their careersaandwhatis involvedin

thechange.

192 GordonF. SheaMentoring,A Guideto the Basics(KoganPagel1992.

193 GeorgedDelvaux,SandrineDevillard-HoellingerandMary C. Meaney, u BusinesgCasefor Women: 2UJDQLVDWLRQ
(2008)4 The McKinsey Quarterly1-7.

194 Geof Alred, Bob Garveyand Richard Smith, The Mentoring PocketbookManagemenfPocketbooksLimited and
StylusPublishing1998)
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Watersand other$®® investigatedthe relationshipbetweencareefrelatedmentoring, psychosocial
mentoring(personadevelopment)businessuccessandselfesteenin participantsof a mentoring
programmethat was designedto assistin the establishmenbf a new businessA comparisonof
mentorandmentegoerceptionsevealedhatmentorsconsideredhemselveso providehigherlevels
of psychosociasupporthandid thementeesMenteeperception®f businessuccessverepredicted
by the frequencyof mentorcontactandthelevel of careefrelatedsupportprovidedby their mentor.
It showedfrom thefindingsof this studythattheinvolvementof amentorandtheir supportprovides

anoverallbusinessuccess.

Mentoringin busines®nterprisds a commonpractice Thomsonandothers® foundthatsuccessful
businesswomenwho work togetherwith mentorsof the highest possible standardsprovide a
substantiainfluenceto actaspowerfulpatronsandsupportersMoreover,manyof theseniorwomen
executivesarethencapableof becomingmentorsto otherfemalementeeshemselveslt wasfurther
explainedhatduringthe mentoringexperiencehe mentoringcouple,would meeton aregularbasis
and discussthe progressideaswhich were led by the menteewith a view to reachtheir desired
outcome.Next, | would like to considerfurther advantage®f mentoringincluding productivity,
worker satisfactionand effectsof mentoringon retentionlevels.Let me beginwith productivity in

Section2.6.1

195 ea Waters,Marita McCabe,Denis Kiellerup and StevenKiellerup, p 7 KRdle of Formal Mentoring on Business
Successaand Self-Esteemin Participantsof a New BusinessStart Up Program(2002) 17(1) Journalof Businessand
Psychologyl07-121

1% peninahThomson JaceyGrahamand Tom Lloyd, A : R P D QPfaveis in the Boardroom: The Roadmap(Palgrave
Macmillan2008)
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2.6.1 Mentoring in business:Productivity

Oneof the crucial aspectswithin businesgrofessionis productivity which finds similaritiesin the
legal sector.As statedpreviously,mentoringprogrammesgprovide costeffective staff development
where a mentor offers substantialhelp within their responsibilitieswhich increasesmotivation,
productivity andperformanceof the menteeKahle-Piasecki®’ foundthatmentoringprogrammesn
organisationscan be helpful in improving and transferringknowledge,and lead to greaterjob
satisfactionand retentionon employeesyesultingin higher businessproductivity. Someof those

issueswill bediscussedaterin this chapter.

In businessalthoughwomenfrom developedeconomiesrecontinuingto makesubstantiagainsin
theworkplace,it remainstruethatthe higherup in acompanyyou look, the lower the percenageof
women'®® This seemto be similar positionin the legal sectorwhere despitegrowing numberof
femalelaw entrants,fewer female partnersreachseniorlevels of the profession.Therefore,the
following questionarisescould mentoringbecomea dominaing factorto helpwomenmakefurther

progressionsip the careedadderwith relevantmentoringsupportand P H Q WeRperiéfce.

The accessibilityto mentoringvariesfrom one organisatiorto anotherandtotally dependon the
cultureof thatorganisatio. Earlierresearchrevealedhatsomewomendescribedheir involvement
in mentoringas Y jugf K D S S HW@h-b@®drswho stated: p Zwerejustlucky, | guess %° Thesetwo
variedresponsesighlight inconsistenciesvith accesso mentoringfor women.The discrepancyn

thefemaleresponseshowvariationin mentoringsupportnotonly from organisatiorto organisation

197 isa Kahle-Piasecki, p 0 D N & @ehtoringRelationshipork: Whatis Requiredfor OrganizationaBucces<(2011)
12(1)Journalof Applied BusinessandEconomics46-56.

198 DesvauxG, Devillard-HoellingerS,andMeaneyM.C, u usinesCasefor : R P H @g08)The McKinseyQuarterly
1-7.

99BonnieC. McKenzie,Friendsin High Places:TheExecutive: R P D @YiMde(BusinessandPrdfessionalPublishing
1995)
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butalsofrom oneemployedo anotherMy researchs looking at varioustypesof mentoringoffered
to the participantsof my studyandthe accessibilityto mentoringasthe currentliteratureproposes
gapsin this areaof law andlack of empirical evidence.Furtherfindingsof O F . H Q ] Lré$&avch
revealedhatoutof all thewomeninvolvedin the surveyoverfour yearswho hadhada mentor,only
twelve per centcreatedmentoringopportunitiesandplannedtheir mentoringexperienceThe small
percentageemainsnconsistenprovidingfurtherareafor improvemenandequaltreatmenbetween
menandwomen.While menteegainskills andspecificknowledgefrom their seniorpeerstheyalso
developa deepemnderstandingnda sharperfocuson the R U J D Q L \¢utivelwRich fipswith

their careemprogressiorf®°

Scheirt®! further addedthat organisationakulturesare createdby leaders,and one of the most
decisivefunctions of leadershipmay well be the creation,the managementand potentially the
destructiorof culture.Cultureandleadershiparesimilar in natureandneitherof themcanreally be
understoody itself. In fact, thereis a possibility underemphasisedh leadershipresearchthatthe
only aspectof realimportancethat leadersdo, is to createand manageculture andthat the unique
talentof leaderss their ability to work with thatculture. 6 F K Hidé€pfb§yhasbeenmadeoverthirty
yearsagoandit canbe arguedthat his words meantrue more now thanit hasdoneall thoseyears

ago.

Therearevariousadvantagesf mentoringsupportthatbenefitmentors menteeandorganisations.
Mentorsreceiveaboostin their careetby promotingtheir R U J D Q L YultmeaRI@dinalternative
aspect®f the companywhich mayfurthertheir own careedevelopment®® Mentoringprogrammes

alsoprovidegreateradvantagéo anorganisatiorby promoting H P S O RgrdwthaAfiddevelopment,

200 RajahsGhoshand ThomasG. Reio Jr, u & D WBHnefits Associatedwith Mentoring for Mentors: A MetaAnalysis'
(2013)83(1) Journalof VocationalBehaviourl06-116.

201 EdgarH. Schein,OrganizationalCulture and Leadership:A Dynamic View (JosseyBass1985)

202 RajahsGhoshand ThomasG. Reio Jr, 1 & D UBHIrefitsAssociatedwith Mentoringfor Mentors:A Meta $QDO\V LV
(2013)83(1) Journalof VocationalBehaviourl06-116.
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improving productivity, encouragingretentionand enhancingbusinessinitiatives 22 All of these
factorscreatepositivevibe andresponseacrossan organisatiorwhich the menteecanthenbuild on
togethemwith the mentorculminatingin a greaterteamefficiency andachievemenof setgoals.This

is nowleadingmeontoSection2.6.2consideringvorkersatisfactiorasaresultof mentoringsupport.

2.6.2 Mentoring in businessWorker satisfaction

A trustedrelationshipbetweerna mentoranda menteds crucial. They both benefitfrom performing
their rolesby developinga wider perspectiveon their organisatiorandwork. Nonethelesswith the
help of a nonjudgmentalleader,menteecanfurther developtheir confidencewhich consequently,
helpsthe menteeto grow quickly within the companyandpotentiallyto seniorlevels.On occasions
however,the relationshipmight be interruptedby a potential conflict of interest.This may bein
situationsvhereamanageis alsoactingasamentor?% In situationsof thistype,awell-documented
supportwould be imperative.In caseswheredisruptioncontinues,a changeof a mentormay be
necessaryMost situationswill however,provethatmentoringprogrammesrevery successfuand
supportiveasboth,thementorandthementeewill striveforimprovement£® FurthermoreParsloé®
definedthe purposeof mentoringasto helpandsupporipeopleto manageheirownlearningin order
to maximisetheir potential,developtheir skills, improvetheir performanceandbecomethe person

theywantto be.

TheFTSE100crosscompanymentoringorogrammevaslaunchedn 2004°7 with aview toimprove
the genderdiversity on the highestboardsof the businessThis revealedan involvementof several

law firms taking partin the programmewhich showedanincreasechumberof womenon FTSE100

203 NjcholasNigro, TheEverything,Coachingand MentoringBook(2" edn SimonandSchuste2007)

204 MichaelJ. MarquardtandPeterLoan, TheManageras a Mentor (GreenwoodPublishingGroup2006)

205 Eric Parsloe TheManageras Coachand Mentor (CIPD Publishing1999)

206 Eric Parsloe TheManageras Coachand Mentor (CIPD Publishing1999)

207 peninaliThomson JaceyGrahamandTom Lloyd, A : R P D @faskis in the Boardroom(PalgraveMacmillan2005)
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boardsbetweer?000and2010.The gende diversityis continuingto improvein the new Millennia
and morewomennow enteringthe law professionhowever,the numberof thosefemales reaching
seniorpositionsremainsower thanmen.In addition,the AthenaSWAN Charterwasestablishedn
2005to encourag@ndrecognizecommitmento advancingcareerof womenin variousprofessions
including science,technology,engineering,maths and medicine (STEMM) employmenthigher

educatiormndresearch.

With the worker satisfactionin mind, the following three key points of a successfuimentoring
programmaencluding the following aspectsfirstly, a thoroughunderstandingf the organisational
needsand requirementdor a mentoringprogramme Secondly,the appropriatetype of mentoring
programmevailablebasedontheorganisationatommitmentandavailability. Finally, adaptatiorof
appropriatameasureso monitor the mentoringprogrammeand communicatiorabilities within the

team?°® Anotheraspecbf mentoringadvantagewhich | wishto discussn Section2.6.3is retention.

2.6.3 Mentoring in business:Retention

Retentionis one of the most significantelementsof any R U J D Q L \slxvéisR&dehnonlevels
highlight an R U J D Q L \abilky tdr@djnits employees.Therefore,supervisionand supportof
employeeds paramounto any R U J D Q L \$ilxbédsRedviavk’® found that hiring and retaining
womenatall levelsalsoenlargesa F R P S Dg@dlfp¥talentat atime whenshortagesreappearing
throughouindustriesNonethelessa successfuinenteas likely to retaintheir positionwith thesame
companyhaving put the extratime and effort to developthemselvesas a skilled employeein a

reasonablyguick periodof time. This is particularlysowherereachingseniorlevelswith the same

208 Bonnie C McKenzig Friendsin High Places: The ExecutiveWoman§ Guide (Businessand ProfessionaPublishing
1995)
209 GeorgesDesvaux,SandrineDevillard-Hoellingerand Mary C. Meaney, A BusinessCasefor Women9(2008) The
McKinseyQuarterly1-7.
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compary allowsthementeedo thenbuild onto theirdevelopmenandenjoyand enhancéheir career.
Furthermorehavingachievedhesupportof amentorwill givethementeeconfidenceao remainwith

thecompanyandfurtherimproveanddeveloptheir career.

Furthermore,Ragins’'? revealedthat mentoring relationshipshelp break down the barriersin
promotingthe advancemendf women.By understandingn R U J D Q L ¢uhvkelvRQeherethen
ableto aligntheirgoalsto the R U J D Q L gdaMimhirRh@fpowsthem to moveto amoreinfluential,
senior position. Mentoring may help to preventthe loss of talentedwomen and provide the

opportunityfor femaleto-femalementoring,enablingthe connectionwith eachother.

As statedin Section2.6.2 the FTSE 100 crosscompanymentoringprogrammenvasintroduceddue
to thelack of womenon UK boardsandto helpcorrecttheimbalance Male seniorexecutivesegan
to activelyparticipatan mentoringprogrammesindsupportheidea.Althoughtheconnectiorcannot
be proved the careerof manyof the S U R J U Drirdnhtdadfavedevelopedsignificantly during or
after their mentoring?!* This suggestd that mentoring has played an importantrole during this
mentoring programme as the developmentof those participating mentees have improved
significantly. Despitethe detail of monitoringthe programmebeingunknown,the developmenand
progressiorof the P H Q WpkbieddliccessHence the availability of a mentoringprogrammeand

its monitoringpredominantlyproved theinternalsuccesgateandemployeesatisfaction.

Clutterbucké®? further added that mentoring is one of the fastestgrowing aspectsof people
developmenin businessaandgovernmentlt is clearto understandhat mentoringis not necessarily

usedto benefitthe organisationbut the individual itself. Further,it reduceshe chanceto give an

210Belle R. Ragins, | % D UtbMémtdring: The Female0 D Q D J H.\OTH/P @ %89)42(1) HumanRelationsl-22.

211 peninahThomson JaceyGrahamand Tom Lloyd, A : R P D @Pfaveis in the Boardroom:The Roadmap(Palgrave
Macmillan2008)

212 David Clutterbuck, p 0 H Q WahtmutQrihg Partnershipn / H D U Q1994) %(1) BusinesMentoringin Revolution
19-22.

66



unfair advantageo an employeeover better qualified colleagueswho hasnot madeappropriate
connectionsluringtheir careerandmakingmentoringavailableon meritresultingin abetteroverall
approach.Yet, anothervaluable aspectof mentoringis the generalmovementof switching the
developmentresponsibilitiesonto the mentee and their mentor which provide for the clear
understandingf the goals set by the mentee.With the successfubrogrammeof mentoringand
further P H Q Wprbgr§dsiorand satisfaction the retentionlevels are likely to remainreasonably

stablereflectingthe succes®f theorganisation.

Section2.7 will focuson mentoringin educationto providethe readerwith a further flavour asto

how mentoringis perceivedn academia.

2.7  Mentoring in education

Mentoringin educatiorhasbecomeprogressivelyparamountisamodeof professionatievelopment.
Mentoring is, metaphoricallyspeaking,an investmentin the younger generation?'® From the
educationpolicy aspectmandatorymentoringis an oxymoronsingling a hiddencurriculumwhere

teachersrerequiredto mentorandmakedocumentedjains?**

Kirkham?® revealedthat mentoringis an important elementin the processof job introduction.
Mentoringprovidesanadditionalsupportfrom the early stagef new U H F UnkicW¢anfielpwith
settlingin thenewjob andassiswith futurecareemprogressiorirom anearlystart.Bushandotherg®

further statedthat mentoringis a multi-facetedconceptincorporatingpersonalsupportanda more

213 garahJ. Fletcherand Carol A. Mullen, Handbookof Mentoringand Coachingin Education(SagePublications_td
2012)

24 Carol A. Mullen Mentoring: An Overview(SagePublicationd_td 2005)

215 David Kirkham, TheNatureand Conditionsof GoodMentoringPractice(KoganPagelLimited 1992)

216 Tony Bush, Marianne Coleman,Debbie Wall and JohnWestBurnham Mentoring and Continuing Professional
Developmen(David Fulton Publisherl996)
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vigorousnotion of professionaldevelopmenieadingto enhanceccompetence.' 1 $ E B'\¢ared
similar opinion and further added that high level of mentoringsupportis regularly being shared
betweenfaculty and peer mentorsconsequentlyresultingin better practiceand supportof their

students.

Mentoringin educationis highly recognisedand usedasa developmentool for staff and students
alike. Therehasbeena greatamountof professionalraining being introducedin education,for
examplethroughvarioustypesof workshopsand programmessomeof which areneverusedor put
into practice?'® This mayalsoincludenotesmade andpagesof writing donethatarebeingleft aside,
filed and neverseennor usedagain.Hence,mentoringis regardedas an importantelementin the

inductionprocessandhandson practiceandmuchmoreeffectiveway of progression.

Mcintyre and Hagaar?'® revealedthat mentoringis a mechanismof counselling,educatingand
socialisingthe studentinto the schoolenvironmentMentoringremainshighly valued?® asit is seen
asamuchmoreeffectiveway of practicaltraining??* Crow andMatthews?? foundthatin education
a careeflong mentoringapproachis highly recommendedMentoring is a rather close form of

interactionwhich bringspeopletogether For example mentorsandmenteesvork very closeto one

anothertencementoringis seenasan emotionalsupport bringing personalalueto the process.

217 Caroline ' 1$ E D W'H | L QMef@dringin the First Year ExperienceOne , Q VW L VAppvoacRtQIafifying the
Meaningof MentoringFirst Year 6 W X G (2@DM2¥(1) Journalof the First-Year ExperienceandStudentsn Transition
6591

218 Ofsted, p % H Bdidatichand Care:The Logical Chain: Continuing ProfessionaDevelopmentn Effective Schools
July 2006
y://dera).ioe.ac.uk/5999/1/The%20IoicaI%ZOchain%ZOcontinuinq%20Drofessional%20deveIODment%ZOin%ZOeffecti|

accesse@1 October2019.

219 DonaldMclntyre andHazeHagger,Mentorsin SchoolgDavid Fulton Publisherd.td 1996)

220 Mel Leedham, The CoachingScorecard:A Holistic Approachto Evaluatingthe Benefits of BusinessCoachingf|
(2005)3(2) InternationalJournalof EvidenceBasedCoachingandMentoring30-44.

221 sysarBloch, CoachingTomorrowq Yop Managers[(1996)8(5) EmployeeCounsellingToday30-32.

222 Gary M. Crow and JosephL. Matthews,Finding One'sWay: How Mentoring Can Leadto DynamicLeadership
(Corwin Press1998)
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Moreover,Cerverd?® echoedhe abovefindings andfurther addedthat the popularwisdomamong
practicingprofessionalss thatthe knowledgetheyacquirefrom practiceis far moreusefulthanwhat
they acquire from more formal ways of education.It is evidentthat Carveroas well as other
researchergaluementoringhigherthananyeducatiorreceived.Their disclosurds basednthefact
that having a mentor who will provide the handson practical experienceoffer greaterlearning

opportunitiesandis morebeneficial.

Further study undertakernby Wildman and othersrevealedthat experiencedeachergposses an
extensiverepertoireof helpingstrategieandthat, with opportunitiesor collaborationteachersan
developandshapecomplexmentoringrolesthatmeetbeginning W H D Friéétig*¥Moreover,they
found that experiencedeacherscan provide assistancéailoredto the circumstance®f beginning

teachersn individual schools.

Nearly three decadesago, O G H 0a3¢pwR?® revealedthat 96 per cent of thoseteacherswho
undertakermmentoringsupportwerestill in theprofessiorandteachingA furtherfinding indicated
thatthe mostvaluedaspecbf the mentoringexperiencavasthe emotionalsupportwhich helpedthe
junior teachershroughthe challengingstageof theprofessionMentoringstill remainsanimportant

elementof W H D Fadriddipkbgressiorandtheir ongoingonjob support.

In addition,thefollowing statemenmadeby aschoolprincipaf?® whohasexperiencethementoring
supportduringhisteachingcareeifrom anundergraduatstudento anelementaryrincipalconfirms

the importanceof the mentoringsupportthat one should experience He statedthat through his

223RonaldM. Cervero, 4 3 U R | H \PxattRe&) Bathing,and ContinuingEducation:An IntegratedPerspectivef(1992)
11(2)Internationallournalof Lifelong Education91-101
224Terry M. Wildman, SusanG. Magliaro, Ruth A. Niles and JeromeA. Niles, u 7 H D Migrtodng: An Analysis of
Roles,Activities, andConditions(1992)43(3) Journalof TeacheiEducation205213
225 sandral. OdellandDouglasP. Ferrarq p 7 H D MBnitbtingand TeacherRetention1992)43(3) Journalof Teacher
Education200-204
226 PaulG. Young,JeromeyM. SheetsaindDustinD. Knight, Finding 2 Q HW¥ay: How MentoringCanLeadto Dynamic
LeadershipCorwin PressandNAESP 1998)
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mentoring,it hasbeenmucheasierto cope,grow andmoveforward. Furthermorethe supportfrom
mentoringhasbeena genuinesuccessndit is crucialfor the successo identify agoodmentorwho

will guideandhelpthrough P H Q Wiktrbfleventhetenthyear??’

Thecommencemerdf the newMillennia broughtfurther dat&?® indicaing thatjunior teachersvho
wereprovidedwith mentorsfrom the samesubjectfield andwho participatedn collectiveinduction
activities,suchasplanningandcollaborationwith otherteachersyerelesslikely to moveto other
schoolsandlesslikely to leavetheteachingoccupatioraftertheir first yearof teachingIn the UK as
well asin America, the value of mentoringin educationis highly recogniseddueto its practical
approachhathasproventoincreaseW H D Fé&ténhtibkafidcareedevelopmenprospectsTherefore,
mentoringsupportin educationprovesto be animportantstageduring W H D Fddnddiprbfjression

whethers beingimplementedduringanearlyor alaterstageof their careers.

In supportof the above,Sorcinelli and Yun??° revealedthat mentoringis a vital contributionto a
successfulacademiccareer, particularly for women. More recently, a model has emergedthat
encourages broader,moreflexible network of support,in which no single personis expectedo
possesghe expertiserequiredto supporta mentee.The multi-mentor model is focusedon the
engagemendf a numberof mentorsto providediversesupport.The multi-mentormodelhasbeena
significantaspetof my researclasthementoringin law firms alsoreferto this particularmodeland
proposesa gapin empiricalevidencewhich my researchaddressed. will now move onto Section

2.7.1andconsiderthe multi-mentormodel.

227PaulG. Young,JeromeyM. SheetsandDustinD. Knight, Finding 2 Q HW¥ay: How MentoringCanLeadto Dynamic
LeadershipCorwin PressandNAESP1998)

228 ThomasM. SmithandRichardM. Ingersoll, 1 : K @néthe Effectsof InductionandMentoringon BeginningTeacher
Turnover?(2004)41(3) AmericanEducationaResearcliournal681-714.

229 Mary D. SorcinelliandJungYun, p) U RBntorto Mentoring Networks:Mentoringin the New $ F D G H200T)
39(6)JournalChangeThe Magazineof HigherLearning58-61.
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2.7.1 Multi-mentormodel

The multi-mentormodelis basedon the premisethatmentoringis not a singleeventin thelife of a
worker but rather severaleventswith different levels of mentoringand eachlevel of mentoring
requiresa differenttype of mentorwith differenttypesof skills andknowledge?®® Furthermorethe
multi-mentor model can be found as a low-cost method of interventionand it will require an
involvementof numberof senior colleagueswho would be requiredto provide their time and
availability 22 This may propo® someproblemsto organisationsvherethe P H Q WaRallaWiffity is
limited or reduced.Nonethelessthe multi-mentormodel will involve a numberof mentorsoften

basedat differentlocations.

Someresearcherscluding Dansky?*2 Baughand Scandur&? all consideredand discussednulti-
mentormodelfrom aroundthe late 1990s.In particular,four component®f multi-mentoringwere
identified through factor analysisincluding psychosociakupport,inclusion, networkingand role
modelling. Furthermore,ncluson predictedhigherjob attainment,whereasrole modelling made
significantcontributionto salary.De JanasandSullivar?34 took amorein depthlook at the concept
of multi-mentoringandarguedthatthetraditionalhierarchicaimodelof a single,seasoad mentoris
no longerrealisticin anincreasinglycomplexandchallengingacademi@nvironmentandconcludes
with the developmenbf a multi-mentormodelandits importance The multi-mentorsupportoffers

diversesupportto amenteeandtherefore menteH fI®velopmentanprogresssignificantly quicker.

20 arry D. Burlew, p 0 X O \WMeérodNtbdel: A Conceptuall U D P H Z(F9BIN1 (3) Journalof CareerDevelopment
213214

231 particularlyin thelegalfield, the multi-mentormodel,is likely to comeat a costconsideringhe natureofa OD Z\HU TV
job occupiedby targetsandlegaldeadlines.

232 Kathryn H. Dansky, u 7 KBffect of Group Mentaring on Career 2 X W F R[®9398) 21(1) Group & Organization
Managemenb-21.

233 Gayle S. Baughand TeresaA Scandura,p 7 Kaffect of Multiple Mentorson Protege Attitudes Toward the Work

6 H W \(1299)1 4/(4) Journalof SocialBehaviorandPersonality503-521.
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Moreover Kroll 2*° hasattemptedo describehelandscap®f multi-mentoringby definingtermsand
characterisingnentoringstructuresHowever,it is perceivedthatindividuals may developnot one
but multiple, diversementoringrelationshipsover the courseof their careerto help them succeed

professionally?3®

Kay and Wallace&®’ supportedthe theory that the multi-mentormodel can provide a menteewith
differentperspectiveknowledgeandskill thatmay furthercontributeto a careersuccessvhich have
beenfound earlierby Higgins andothers?3® They revealedthat the bestresourceappeargo be not
onebut multiple mentorsasit significantly enrichesO D Z \ idddeér§Moreover,Kay andWallace
furtheraddedthatevenif womenaremorelikely to havea mentortheyareno morelikely thanmen
to havemultiple mentorswvho would offer the mostdesirablecareerewards specificallyin termsof

careerprogressioranddevelopment.

Sorcinelli and Yun?*° also consideredthe multi-mentor model and statedthat engagingmultiple
mentoringpartnerssupportsspecificareasof | D F X @&tWAt] ®nd strikesa balancebetweernwork
andlife. Onreflection,in thelegalfield, the balanceof work andlife appeargo be challengingdue
to the length of qualificationlimiting womenlawyersin particular,to be making choicesbetween
havingchildrenandfamily or qualifying. It canbe arguedthatthe multi-mentormodelmay provide
femaleswith additionalsupportof careermrogressionLargerorganisationgrovidea biggerpool of
potentialmentorsandconsequentiyleadingto increaseadthanced$or multi-mentorshippportunities.

Smallerorganisationfiowever,are likely to havelimited opportunitiesto offer the multi-menbr

235 JonatharKroll, p: K Ds\Meantby the Term Group 0 H Q W R (2018)24{L) Mentoring & Tutoring: Partnershipn
Learning44-58.
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supportdueto the limited or reducedhumberof availablementors Kay andWallac&*° agreel that
mentorshippy oneor many,occued mostoftenin largerlaw firms, a sectorof the professiornthat

mostoften offeredformal mentoringprogrammes.

Althoughthe literaturerecogniseshe multi-mentormodel,the gapof empiricalevidences evident,
particularlyin law firms in the UK. Thereforemy researctbringsin furtherempiricalevidencdrom
the S D U W L per&ptnaivifie multi-mentormodel. Ther experiencegnhancehe gap of the

literaturein the areaof the multi-mentorsupportin the participatinglaw firms.

Beforefurtherreviewof theavailableliteraturein the areaof mentoringin law firms, | would like to

consideranoverviewof significantdevelopmentsf womenin law asper Section2.8.

2.8 Womenin law: Significant developments

While manygroupsbenefitfrom mentoring,womenhavebeenshownto benefitsignificantly from
suchrelationslips. Commencinghis review with MenketMeadowresearck! that focusedon the
growing involvementof womenlawyersandtheir impacton the legalfield. The findings revealed
that an apparentdiscriminationby male peerswere linked to barriersof female lawyersfcareer
successindotherorganisationabbstaclesThes findingsled MenkeFMeadowto furtherresearckf?
looking at the role of genderin the legal professionlt hasbeensimilarly found that womenhave

particular transformativecontributionsto make to the practiceof law, perhapsin an alternative

240 FionaM. Kay andJearE. Wallace, s More Truly Merrier?MentoringandthePracticeof L D Z(§010 79(4)Canadian
Reviewof Sociology418452

241 Carrie MenketMeadow, p 7 KGdmparative Sociology of Women Lawyers: The "Feminization" of the Legal
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professonalculture?*® This transformativepotentialderived from women'sexperiencesf exclusion
which createl an outsider'scritical perception;oppressiorwhich engendexd greaterempathyfor
subordinatedgroups; and the learned attention to caring and relationships?** Women's life
experiencesireunlike thoseof the framersof the law andtheir focuson recognisingandaccepting
differentpointsof view negateghe impetusto createuniversalistictruthswhich areinsensitiveto a

broadrangeof experiences®

Oneof themostsignificantpiecesof researchin Australianlegal professiortook placeduring1990s.
Thorntorf*® exploredthe positionof womenin law andthe hypothesighatwomenlawyerswill gain
theacceptancen thelegal professiorastheir numbe wascontinuingto grow. Thefindingsrevealed
that the perceptionof female lawyers was that they were less appreciatedrom the professional
perspectiveunlike male counterparts.This study showed how unconsciousbias can lead to

differentiateperceptims seenbetweemmaleandfemalein thelegal profession.

Thepublicationby Bowmart*’ offered a historicalanalysisof femalelawyersin thelegal profession
and what impact feminist theory may have had on the obstinacyof discriminationof the female
lawyers.Thefindingsrevealedhatthe increasingappearancef womenin the legal professiorhas
hada greatimpactprovidinga challengeon organisationastructuresNonethelesghe findings also
showedthe needfor substantiathangedo beincorporatedo thencurrentlegal systembeforemale
andfemalelawyersparticipateequally. Further,someevidenceof elusivediscriminationhasbeen

detectedleaving women lawyers feeling intimidated by the counterpartsand questioningtheir

243 Carrie MenketMeadow, i) H P L Q Lof Be\LedriProfession:The ComparativeSociologyof Women /D Z\HU V |
(1987)Lawyersin Society:Comparativelheories221-229,
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credibilities.Theauthor furtherarguel thatfemalelawyersshouldrefrainfrom pursuinglegalcareers
within maleorientatedareasof law, suchashigh statusspecialismsandstayandsupportareadess
statusconsciougndremainin specialismsuchasfamily law whichonaveageprovidelessfinancial

rewardandhavea lower statusmarkwithin thelegalprofession.

Anothersignificantstudyof womenin thelegalprofessiorof theold Millennia included anempirical
researchbasednacompoundf sociologicalandfeministtheoriesbetween990and1994takenby
Sommerlad*® PreviousresearcHindings included equalor evengreatercommitmentto work by
female lawyers whereas 6 R P P H U @Be@rfhfindings revealed necessityto an absolute
commitment.The caseof a male profesV L R @bn@fitvienthasbeenfound as being completely
integratedof domestic,socialandwork balanceand not discriminatedagainst.Unlike, the female
professionamodelhasbeenfoundthatit naturallylacked commitmento work differentiatedby the

genderedonceptof commitmentandchoice.

The continuationof the researchof womenin law into the new Millennia and year 2000 where
McGlynn?*® revealedthat in order to fight discriminationin the legal professionis to face and
challengehypothesisandthe practicesincluding genderinequality that initially leadto an unequal
treatment.She further confirmed that this was likely to be done by recognisingit as a moral
imperative Epsteirt®° further addedthat difficulties womenlawyersfacedat the time may not have
beensimply changedeven with their numberincreasing.Broaderattentionto discriminationis
required perhapsvenwith aninternationakonsideratiorandhelp,beforeanychangesnaybeseen.

Additional focuson a femalelawyerwasbeingidentified andin particulartheir role of lawyerand

248 Hilary SommerladThe Genderingof the ProfessionaSubject:CommitmentChoiceand SocialClosurein the Legal
Professioreditedby McGlynn C, Legal FeminismsTheoryand Practice(Taylor & FrancisGroup1998)18.
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motherasonein orderto re-conceptualis¢éheidentity of the21stcenturywomanin herpersonabnd

professionalife.

ThelLaw Societyfundedfurtherresarchinto womenin thelegalprofessiorwhichaimwasto identify
the key factorsthat affectedpatternsof entry into the legal professionof Englandand Wales.The
initial findings reportedthat the culture of the workplacewas crucial to combiningwork in legal
professionapracticeand motherhood Furthermoretherewas no significantgendergapin pay at
traineelevel, on qualification the rate of salaryincreasewas lower for women,howeverthis was
relatedto the type of firm wherethey were employedas menwere paid similar rates.Thosewho
completedhetrainingcontractwerevirtually guaranteedontinuedemploymentvith thesamefirm,
emphasisinghe processof selectionfor training contractsultimately shapesthe profession?>!
Ultimately, the qualification systemfor solicitors is continuouslychanging.The current system
appliesuntil autumn2021andprovidesthe final stageto qualifying asa solicitor. Thetraining can
be undertakerduring or after completingthe Legal Practce Course(LPC). The training contract
involves supervisedvorking asa traineesolicitor in a firm of solicitors. The period of recognized
trainingis normally two yearshowever this periodcanbe reducedappropriatelybasedon previous
legal experience Upon completionsof the training contract,you becomequalified and can be

admittedto theroll of solicitorsandapplyfor a practisingcertificate.

Further qualitative study undertakerby the Law Society>? aimedto find reasonsbehind female
solicito U ddtisiongo leavetheir legal careersFollowing lack of flexibility in thelegal profession
atthetime,femalelawyersfdesirego havefamily or travellingwerethemaintwo reasongor ending

their legal careersduring the early stagesof their progressionsThe masculineculture of the legal

251z Duff, Marc Masonand Lisa Webley, p: R P HQLaw LiteratureReviewfor the Law Societyof Englandand
- D O H2019)
qhttps://www.lawsociety.org.uk/suppeservices/practicenanagement/diversitinclusion/articles/thevomenin-law-
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professiorwasconsideredo offer lack of promotionandfurtherdevelopmentor femalelawyersand

anoverallpoormanagemenpracticesvhich led to thedecisiondo leave.

2007broughtfurtherinvestigatims madeby Thorntorf>3 who exploredthe substantiathangesn the
legal professionwith a particularattentionto the nature,organisatiorandchallengeof legal work.
Takinginto consideratiorthe obviousdifferencesbetweemrmenandwomenandtheir natuml routes
of taking careersin generalthe findings reveaéd that this was where genderinequality initiated.
Womenin law weremorelikely to commenceheirlegal careersvithin governmenemploymentand
publicwork andwereseeraslesscompetenandlesscommitted.Their opportunitiesveretherefore,

limited facinggendetbiasandlower opportunitiedor furthercareerprogression.

FurtherresearcPr*into womenin law revealedhatthe legal professiorfor femalelawyersremains
pessimistiovith lack of progressivenature However,otherresearchers® stronglybelievedthatthe
female O D Z\ lddyeéfprogresion to the seniorlevels was optimistic however,barriersto the
progressiorhasbeenidentified. The existenceof the structuralbarriersin law havebeenidentified

moreduringthefemaleprogressiorthanmalecounterparts.

Some considerableresearchcontinuedinto the last decadelooking at women lawyers{career
progressiorand their commitmentwhich includedextendedhoursof work in the office although
commitmentvasnotconsideredhesameby thefirms. Furtherissueselatingto billing hours sakries

advancemenand careerprogressionsvere identified. Nonethelesssomelaw firms consideredas

253 Margaret Thornton, [Doing Justice, Doing Gender: Womenin Legal and Criminal Justice Occupations(Sage
Publicationd_td 2007)
254 SharonC. Bolton andDanielMuzio, p & D IGvieWith pH B D Quiv&/Without p H Benderedsegmentatiomn the
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positiveweresupportingdiversity, including further training provided,flexible working andformal

mentoringprogramme®fferedhowever morelikely to havebeenseenin thelargerlaw firms.2°°

During the year 2016, researcherdrom the University of Westminsterreviewed the available
literaturefrom the UK, AmericaandAustralia,with anaimto evaluateconcernselatingto accesso,
promotion and retention, in the legal profession.The main finding was that the talent was not
universallyunderstoodvithin theprofessionWesternandEasterrtraditionsstretchpassheequality
however,the evidenceshowedthat in orderfor the law firm succesgo exist both traditionswere
required. The researcherdurther revealedthat eachlaw firm should considerits strengthsand
weaknesseBetweeremployeesanddistributerolesappropriatelyin orderto gainsuccessCreation
of necessaryand successfulteams lead to much greater diversity?>” within law firms and
consequentlyleadingto further opportunitiesof careerdevelopmentspromotionsand sustained

retentionlevels.

Section2.9providesfurtherreviewof theavailablditeratureon mentoringin law firms andidentifies

thegapin literaturewhich arebeingaddresseth the subsequemaragraphs.

2.9 Mentoringin law firms

Mentoringin the UK law firms is ratheranewapproactthatlaw firms areadoptingto progressheir

peersto the most seniorpositions.Furthermentoringpiloting schemesand adaptationsare being

integratedoy law firms to assistwith the ongoing H P S O R&addendfogressiort 8 It is perceived

256 Hilary SommerlaglLisa Webley,Liz Duff, DanielMuzio andJenniferTomlinson, u' L Y H ih\thie WeyalProfession
in EnglandandWales:A Qualitative Studyof BarriersandIndividual & K R L 26118)%6(2) University of Westminster
Law Press245-269
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that on completionof a mentoringprogramme an employeewould becomemore productve and
contentedn their role therefore addingprofitability to theiremployer?®® It canbearguedhatthisis
likely to increaseH P S O Rprddueggiorandimprovetheir growth but will alsoallow HPSOR\HHV {

progressiorenhancingheir rewardwhichis thenlikely to addfurthervaluesto thefirm.

2018 sawwomensolicitors outnumberingheir counterpartsn practice,bringing aboutsignificant
change?®® Despite this development,men continueto dominatethe upper levels of the legal
profession?! Hence, the pressureon female lawyers progressionto the most senior levels is

continuingto grow andthis is wherementoringassistgheir furtherdevelopments

KrakauerandChert®? revealedhatlaw firms emphasis@apprenticaype relationshipsandtherefore,
shouldbe most conduciveto the early developmenbf mentoringrelationshipsFurthermoreJaw
firms areexpectedo endorsehe mentoringmodelmoresothanothersettingsbecausenentoringis
consistentvith thelaw | L U BUjtiralethos Thus,Gray?®? foundthatwomenareleastlikely to geta
mentor when an informal mentoring programmesoperatein organisationsInformal mentoring
programmesrelikely to offer employeego find othersto be their mentorsandtherefore ,question
arrises whether women are having difficulties with finding a suitable mentor when informal
mentoringoperatesor simply not wanting one in the first place.As the seniorlevel of law firms

possess highernumberof male partnersthe opportunitiesof further progressiorhavebeenmore
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oftenofferedto themalecandidatesandthesupporis likely to bemadeavailableto themostobvious

candidates.

Webleyand Duff?®#illustrateda consideratiorto the transformatiorof the private legal profession
and encouragechew valuesbasedon this approach.They both agreedthat profit and business
effectivenesplayed an importantrole but felt that theseshouldbe part of the significanceto the
businessndnottheonly considerationFurtherfindingsof theirresearclshowedhatboth,menand

women,were keento welcomea changein thelegal professior?®®

Somelaw firms will only provide mentoringsupportby a seniorpartnerwho will actasa mentor
however otherlaw firms may offer mentoringschemeghat aresetup andregulatecby the ILUP [V
internalHumanResource$HR) departmentvhich provideanimpartial mentor.It is envisagedhat
mentoringprogrammesre establishedn largerlaw firms for example,corporateor city law firms
whereaghe smaller, high streetlaw firms may havea lessenthusiastiapproachto mentoring?%®
Additionally, mentoringmay be confusedwith an appraisalprocessas it usessimilar types of
techniquesowever thereis adistinctionandbothshouldnot becomparedasthe appraisapricesfits
the line managementvhere mentoring does not Further difference betweenan appraisaland
mentoringsupportis thatan appraisais linked to a formal systemof an L Q G L Y lp&férthante/
identifying strength@andweaknesseandopportunitief payriseor promotion.Mentoringhowever,
providesmoreof aninformalproces®fan L Q G L Y Lle@rxiyd firdvementanddevelopmenand
is led by the P H Q WdedHedMvel of progressionDespite . U D Pchition,the empiricalevidence
of mentoringin law firms remainslimited, providing limited undersandingof the effectivenesof

the support.With the limited empirical evidenceavailableof mentoringandits effectivenessthis
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studyfulfills the gapin availableliteraturethroughthe S D U W L pér&eptQnaiiseir individual

experiencesf mentaing supportreceivedduringtheir legal careers.

Section2.9.1considerghe effect of mentoringon the careermprogressiorof womenlawyersin law

firms.

2.9.1 Mentoringin law firms: Femalelawyers

At thecommencemertf thisresearclin 2015,thenumberof femaleentrantsnto thelegalprofession
continuedto grow andcurrentlyit hasouthnumberednale counterpartdy 1,5040f femalesolicitors
being admittedto the Roll from the lateststatistics2®’ For the first time in the history of the legal
profession,the Law Society confirmed that female practicing certificate holdershave reacheda
majority by 50.1 percent.This significantachievemenhasdemonstratedontinuingchangein the
legal professim and decadesof growing changeswhich are proving that female lawyers are

continuingto pursuetheir legal careersiespitechallengegheyarefaced with.

This emergingchangewithin the legal professioralsoincludesan increaseof womenpartnersnow
reachingatotal of 8,241.This is comparedo 19,884maleequivalentsNonethelessthe growth of
the femalepartneran law firms hasbeenslow-moving recordinga total of 7,985in 2014,8,098in
2015and8,105in 2016.The numberof malepartnershowever marginallydroppedoverthe period
of oneyear,falling 0,7 per cent. The mostrecentyear of the availablestatisticsshowsthe highest
increaseof 1.7 percentof femalepartnerslt is positivethatthe legal professions becomingmore

diversein Engand andWales.This showsthat despitemajority of femalepractsing solicitorsonly
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smallnumberprogressheir careerdo themostseniorlevelsto becomepartners’®® Thegapbetween
men and women practicing partnersreflectsthe male dominationat the upperlevels of the legal

profession.

Nonethelessthis traditional view is making a movementas more female lawyers are achieving
greatercareemprogressionsvhich inspiresotherfemalelawyersto strive furtherwith the supportof
their femalepeers Tomlinsonandotherg® revealedhatthe legal professionin EnglandandWales
is becomingmore diverse.We are seeingmore women enteringthe legal professionhowever,
inequalitiesstill remain.This growing femalesupportprovesto be a benefitingfactorin the female
careerprogressionthroughmentoringin particular. Therefore | feel thatit is essentiato critically
assessindexaminethe effectivenes®f mentoringin thelegal professionparticularlythe effectsof
mentoringon femalelawyersfprogressionWhile manygroupsbenefitfrom mentoring womenhave
beenshownto benefitsignificantly from suchrelationship<’® RapoportandRapoportrevealedhat
womenwho combinework and careerwith family life in new waystendto be influencedby role
models contraryto normativepatternsandby supportiverelationshipsn the socialenvironment’?
The presenceor absenceof role modelsis part of a larger theme of socialisation. Epstein
acknowledgd the importanceof role modelsbut questionswhetheror not isolated examplesof
prominentwomenservethe needfor motivationalrole modelsfor women.Epsteinfurtherrevealed
thatfew positiveexamplegxistsociety, andtherole modelsremairedalimited agentof socialisation

for youngwomen?’2 Therefore,l wish to examinethe aspeciof femalerole modes in the Section
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2.9.2which providesareviewof literaturebasecdn femalementorsasrole modelsandthe effectson

careelprogressiorirom the supportreceived.

2.9.2 Mentoringin law firms: Femalementorsasrole models

Duringthediscussiorof therole modellingin sccial learningandcareedevelopmentamorespecific
aspecibf amentorarises A mentor,similarly to a role modelstereotypeprovideslearningsupport
throughthedirectapplicationof guarding,coachingor evenbeingatutor. Robertsstatedthathaving
a mentor was like learning a trade on the job under supervisionand accordingto established

specificatior?’

Further researchfindings included that mentoringrelationshipsare critical to launch successful
careersn law with a P H Q WRdAfioéandtraining?’4 Havinga mentorwho helpslawyersto learn
legal practiceskills and communicaterules that guide ethical decisionmaking advanceghe legal
practiceasa whole?”> Womenhowever arestill beingmoredisadvantagedvertheir malepeers’®
andconsequentlyreducingfuture possibilitiesfor newwomenlawyersbecomingmenteesandlater,

mentors>’’ This unbalancegbroblemstill existstodayin the UK, ascorroboratedy Bernal?’®

273 Roy W. Roberts Vocationaland Practical Arts Education(2"® edn HarperandRow 1965.

274 ChristinaM. Underhill, u 7 KEHectivenesof MentoringProgramsn CorporateSettings:A MetaanalyticalReview
of the Literaturef(2006)68(2) Journalof VocationalBehavior292-307.

215 LeslieC. Levin, p/ D Z\ kh@yberspaceThelmpactof LegalListservsonthe ProfessionaDevelopmenandEthical
DecisionMaking of / D Z\ H (200%)37(2) Arizona StateL aw Journal589-624.

278 NancyJ. ReichmarandJoyceS. Sterling 15 H F D M&Bta€sRing: DeconstructingandReconstructingVorkplace
Opportunitiefor Women / D Z \ H (200%)29(4) CapitalUniversity Law Review923-977.

217 ElizabethK. McManus, p, Q W L P la@lEhe/QuRu@e of Avoidance:Genderlssuesand Mentoringin Law Firm
3 U D F {®00¥)B3{1) FordhamUrbanLaw Journal217-231

278 NatashaBernal, |nternationalWW R P H Q& Stop [ixing W R P H&ng Put Themin Managemenf(2017) The
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As previously discussedn this chapter,mentoring supportprovides various benefitsto female
menteesduring careerprogressionsyYoung revealedthat the idea of having femalerole models
strengthenfemalecareerprogressionincludingpersonabhndprofessionatilevelopmentsomprising
of motivation, confidencegains and the drive to continuethe progressiort/® Young further stated
that senior women benefit junior female colleaguesidentifying them as role models. This
phenomenonis discussedin Chapter4, referring to the empirical evidencegained from the

participantsof this studywho provided supportiveperception®f their experiences.

In addition, Sheehy®° researchednentor relationshipsand its impacton Z R P H Qefieérs.She
revealedthatwomenwho did gain recognitionin their careershada mentorrelatiorship, although
they might not haveseenit assuch.The sameconclusiorwasdrawnby HenningandJardin?® who

confirmedthatwomencontinueto aspireto the seniorpositionswith the supportof a mentor.

Further,femalelawyerswho continuetheir legal careerwhile havinga family areoften challenged
by the circumstancesf the eventsanddesireto succeedSlaughterstatedthat havingleft a position
of power,womenwho havemanagedo be both mothersandtop professionalsvere superhuman,
rich or simply selfemployedandif we truly believed in equalopportunitiesfor all womenthenshe
suggestd that somethinghasto change?®? Somejunior female lawyers questiontheir potential
progressiorf successHowever,seeingseniorpeersprogressinghroughrankswhile havingfamily
at the sametime providesan aspirationto junior lawyers who may questiontheir potentialsof
progressiorandsuccessThe aspectof havingfemalerole modelswho progressheir legal careers

while havingfamily is significant. Sone of the findings of my researclshowedthat havingsenior

219 DanielleM. Young, p 7 KHrifluenceof FemaleRole Modelson : R P H Qfipicit Science& R J Q L V2DBIX(J)
Psychologyof WomenQuarterly283-292

280 Gail SheehypPassagesPredictableCrisesin Adult Life (E. P. DuttonandCompanyl1974).

281 MargaretHenningandAnne Jardim,TheManagerialWomen(Anchor PressDoubleday1977)

282 Ann-Marie SlaughterwhyWomerStill & D Qi Wit All (The Atlantic 2015)

<http://www.theatlantic.com/magazine/archive/2012/07 Asmlomenstill-canthaveit-all/309020F accesse@1 October
2019.
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female lawyers as role models provide supportto junior lawyers and their careerprogressions
Furthermore having female lawyers mentorsintensiies the importanceof diversity in law firms

while supportingjunior female O D Z \ Haseéfprogression It is a common practice acrossall

professionghatwomentaketime out to havechildrenif theydecideto startafamily. This bringsa
challengingtime for womencareersespeciallyin the legal professionwhenthey decideto havea
family asthe progressionn legalfield canbealengthyjourneyfrom junior to seniorlevels.Further
referenceo this particularaspecbof femalerole modelis discussedn moredetailin Chaptes 4 and

5.

In 2015,Bernaf® presentedhattherewereonly eightwomenwho held seniormanagementlesin
the 8.  Yop 50 law firms despitefemalesdominatingthe professionat the entry level. With a
growing numberof firms pledgingto improvetheir genderdiversity credentialsthe /D Z\ H UKW V
200foundthatonly 19 percentof thetotal numberof partnershipgolesin thetop 20 law firms were
held by women?8* A debatewas initiated whether Z R P H @ufééssin careerprogressionwas
throughbeingin theright placeat theright time or throughsheemill -powerthatwomenhaverisen
throughthe ranksto the very top 28° Furtherconsideratiorwasbasedon the fact how did they do it
andasaresult,whatinsightscanthey offer to anyonealsoconsideringaleadershigole. Theanswer
foundwasthatdiversity schemesincludingmentoringprogrammesmaybein voguenow, but none
of the womenin managementoles had the advantageof professionakontactnetworksor targets
however they did all have mentors.Strong determinationand the supportof mentorsreflect the
potentialcareerdevelopmentso seniorlevelsof theprofessionThisis furthersupportedy % HUQD O TV
findings that, out of all the seniorpositionsheld by womenlawyersin the 8. I Yop 50 law firms,

theyall hadamentor?®® This furtherconfirmedthatfemalesvho reachedhetop levelsof theirlegal

283 NatashaBernal, 1 : K Havgthe WomenLaw Firm / H D G H20Y5)$0(9) TheLawyer12-13.
284 NatashaBernal, MVherearethe WomenLaw Firm Leaders%(2015)30(9) TheLawyer12-13.
285 NatashaBernal, MVherearethe WomenLaw Firm Leaders%(2015)30(9) The Lawyer 12-13.
286 NatashaBernal, MVherearethe WomenLaw Firm Leaders%(2015)30(9) TheLawyer12-13.
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careershadundertakemmentoringthroughtheir seniorcolleaguesf the sameorganisationOne of
the highlights of this succesavasthe fact that clients were one of the biggestforcespushingthe
gendediversityagendan law firms. Moreover theirresponsewereveryapprovingandencouraging
showingtha womenbring a differentthoughtprocesso menandthattheyarelessstatusconscious
and more focusedon trying to achievea solution that works ratherthan preservingappearances.
Bernal further revealedthat women also improve communicationby their much more flexible
approachFemalementeesareprovento havebetterselfesteenandconfidenceandaremoreactive
duringcompanymeetingsThey listen carefully andactively makecontributionswhereasthersnot

mentoredvould remainin the background®’

Diversity schemeshave beenprovento help women achievethe highestpositionsin law firms
however,the progressiorof Z R P H @ef&lopmentemainsvery slow.228 The numberof women
entering the legal professioncontinueto grow however, proportionatelyfew reachthe senior
positions?®® More oftenwe areawarethatthe societyis encouragingirms to bemorediversein their
approacho versatileemploymenbpportunitiesandthis increasepressuresn law firms to provide

equalopportunitiego both, womenandmen?*°

Following the recentfindings that while numberof womensolicitors outgrownmale counterparts,
only 28.8percentof partnersarefemale?®! TheLaw Societyhasrevealedhatonethird of law firms
arenow beingownedby womenbecausdéemak lawyersdecideto takeuponthemselvesndbecome

selfemployedratherthan continueworking in the legal sectorfor somebodyelsewhenthey are

287 NatashaBernal, Mvherearethe WomenLaw Firm Leaders%(2015)30(9) TheLawyer12-13.

28 TheLaw Society,Bill Cole,NinaFletcher,TaraChittenderandJoanneCox, 15 H V HUDit) Fréndsinthe 6 ROLFLW R U V
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strugglingto find waysof further careerprogressiort>? Furthermorethe Law Societycontinuously
supportsthe professionand in orderto improve diversity in the legal sector,the Law 6 RFLHW\{V
Diversity AccessSchemesupportsnewentrant§rom disadvantagetdlackgroundsncludingwomen.
The schemeassistswith financial help, work experienceand also a professionamentor?®3 Again,
seeinghe mentoringsupportat variouslevelsof the professiorallows practitionergo advanceheir
careerdurther.With this in mind, this studyprovidesempiricalevidenceof mentoringfrom various
stagef the participantscareerdgncluding from the junior levelsto the seniorpartnersposition.In
addition,theLaw Societyis continuouslylooking for furthermentorsacrosghelegal sectorin order
to provide mentoringsuppat for menteesrom variousareasof law.2% This providesa variety of
mentoring betweendifferent law firms, law departmentsand geographicareasfor the younger
generatiorof lawyers.At this stageit is unknownhow successfuthis newapproachwill bebut it is
evidentthatthe Law Societyis taking further stepswith mentoringto providevariety of supportfor
thefemalegrowing professionMoreover,mentoringhasbeenseenasa positivedevelopmentatool
not only in the legal professionbut otherprofessionsaswell therefore,it is reasonabléo statethat
the legal professionshould be betterat employingthis form of supportand providing mentoring

equallyin thelegalsector.

Nearly a decadeago,oneof the largeinternationallaw firms introducel a mentoringprogrammeas
a pilot schemewhich waslaunchedthroughits : R P H Q\eWvork. Following a stronghistory of
promotingwomen,the S U R J U D ébfettiffewvas to increasethe quality and quantity of female
participationin thefirm. This programmeofferedthemorejunior womenacces$o actasrole models

whocouldthenguidetheircareeratanearlystage Thepilot schemavaslaunchedvith 27 mentoring

292TheLaw Society, W' LY HANML@EOXVLRQ T
<http://www.lawsociety.org.uk/suppeservices/practicenanagement/Diversitinclusionk accesse@1 October20109.
293 ThelLaw Society, .'LYH ENML@KFOXVLRQT
<http://www.lawsociety.org.uk/suppeservices/practicenanagement/Diversitinclusion accesse@1 October2019.
2% The Law Society, piversity andInclusion:WomenLawyersDivision 2018)
<https://www.lawsociety.org.uk/suppeservices/practicenanagement/diversitinclusion/womerawyers
division/2018>accesse@6 SeptembeR019.
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pairswherethe feedbackwasextremelypositiveandthe schemehasattractedwider interestwithin

the professiort® This law firms hasalsoappearedn thefirst top tenlaw firms to votein a female
managingpartner?°® Having carefully consideredhis law firm's ideologiesand principles,| have
decidedo contactthelaw | L U Re§dingpartnerfor mentoringwho wasalsoamembenfthe ILUP TV
boardandchairsof the firm's global diversity andinclusioncommittee aswell asa memberof the
SolicitorsRegulationAuthority Equality, Diversity and Inclusion Committee.Despitemy attempts

to involve this firm in my researchtheir respons®’ wasdisappointing

Nonethelessnentoringn UK law firms continuego grow, furtherpiloting andadaptationaretaking
placetogetherwith the Law 6 R F L K¥@pdirivive are seeingmore law firms initiating mentoring
programmesdn 2010 theLaw Societycarriedoutresearck’® which highlightedthefollowing issues:
first, to ensureghatwomenlawyersremainengagedndmakeprogresswithin thelegalsectorwhere
improvedsupportstructuresare neead. Second the improvementsncludedincreaseof mentoring
programmesvith seniorandinfluential mentorsaswell ascarefulreviewsof mentoringprogrammes
to ensuresuccessfumatchingand clear careerpathsthat were opento all with greaterflexibility.
Furthermorejn 2015,the Law Societylauncheda mentoringprogrammen supportof practicing
solicitorsfrom underrepresentegroupsincluding women?%® The mentoringprogrammeaimedto
supportcareerprogressiorfor the underrepresentedolicitorsand to improvediversity in the legal
sector.It wasperceivedhaton completionof the mentoringprogrammethe menteewould become
moreproductiveandcontentedn theirrole thereforeaddingprofitability to theiremployersFurther,

somelaw firms introducedmentoringprogrammesncluding pilot schemessa startingpoint. This

2% HoganLovells, p & L W L JReQortK L S
<https://www.hoganlovells.com/~/media/hoglawells/pdf/publicatbn/citizenshipreport2010.pdf?la=en accesse®6
SeptembeR019.
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offered employeesan opportunity to test the systemand considerany potential advantagesand
disadvantageSomeemployeedearntaboutthe mentoringsupportfor thefirst time which provided
them with information about individual career progressions,developmentsand available

opportunitieghatthey maynot haveknownbeforedueto the busynatureof thejob.

With the ongoing changeswithin the legal sector,law firms are focusing on their good practice
including diversity, inclusionand mentoring.Somelaw firms alreadyinitiated mentoringschemes
within their practiceand continueto supportthis growing ideawith somepiloting the schemeand
someotherstill unawareof the potentialbenefits With thesediscrepancies/hich mayberesponsible
for theshortage®f seniorwomenemployees This is wherementoringcomesin asa bridgingstep
helpingwomento progresgheir careerdo the highestlevelsof their professionIt may be seenas
challengingwhen the majority of the senior posts are being taken by men, creatinga male
domineeringculture and a difficult oneto break.Furthermore Ramaswamand others®! indicated
thatmaleandfemaleareequallylikely to haveseniormalementors However,seniormalementors
were associatedvith higher careerattainmentonly for femalelawyers.Comparedo malelawyers
with seniormalementorsfemalelawyerswith seniormalementorshadhighercompensatiorhigher
careemprogressaisfaction,andweremorelikely to bepartnersor seniorexecutives®? Ramaswami
and R W Kresdavcfif® furtherindicatedthatmaleandfemalelawyerswerelikely to haveseniormale
mentors. The importanceof simultaneouslyconsideringmentor genderand position was also
highlighted whenstudyingtherole of mentoringandgendelin careerattainmentcontibuting to the

literatureonthecareerdevelopmenodf womenin thelegalprofessiorandmale dominatedrofession,
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in general.Thereis however lack of mentionof seniorfemalementorswhich is likely to be dueto
the generalack of them.Mentoringmakesthe bridging aspecimoreacceptablallowing womento
gain the knowledgeand experienceof male colleaguesand progresstheir careersthrough ranks
reachingtop levels.Mixed gendementoringmay becomeproblematic creatingfurther difficulties
duringfemalecareemprogressionSomementoringrelationshipsnay developinto greatfriendships
and othersmay grow to resemblemore intimate relationshipsor evenone like a fatherdaughter
relationshiphence the naturalconfusionwhich resultsin mentorsrefusingto let their menteegrow

up3%41 will discusghis particularpoint of mentokmenteerelationshipsn Chapters.

In contrastCollier’®® revealeda statementadeby a malelawyer during his researctihatreflectsa
different view on female progressionHe felt that there were no barriersto women progressing
throughthe professionptherthanthebarriersthattheyplaceonthemselves suchashavingchildren.
He furtheraddedhattheydo nothaveto havechildrenif theydo notwantto. It is evidentthathe has
notedthatchildrenareseenasabarrierin femalelawyersftareeprogressiorandthereforejt is their
choiceto have.The maleintervieweehasan obvioushighly biasedview accordingto which is all
downto individual responsibilityand not the structuralbarriers.Further,a femalelawyer may well
beableto focusontheir careemprogressiono the mostseniorlevelsif shechoosedo haveno family
andchildren.Thequestiorariseshoweverwhathappensf afemalelawyerchooseso havechildren
andherprogressionhereforgis beingaffectedoy herchoice Maternityandchildcareresponsibilities
creatamajorobstacleso femaleprogressiomwithin thelegalprofessiort®® Particularly with thelong
hours culture it makesit difficult for womento achievea successfulegal careerwhilst having

childrenandto offer anyreasonablérm of work/ life balance’®’ It canbearguedthatafundamental

304BonnieC. McKenzig Friendsin High Places:TheExecutiveWoman Buide (BusinessandProfessionaPublishing
1995)

305 RichardCollier, Men,Law and Gender:Essaysn the Menof Law (RoutledgeCavendisi2010)

306 Alexandrine GuyardNedele¢ u $Legal Maternal Wall? No Revolutionin Motherhoodfor Women Lawyers in
(Q J O HAXBP3(1) FrenchJournalof British Studiesl-33.

307 Erika Rackley,Women,Judgingandthe Judiciary: From Differenceto Diversity (RoutledgeCavendish 2013)
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changean alegalworkplaceculturemusttakeplacein orderto keepwomenactivelyengagedn their
careerprogressiorwhile havingfamily andchildren.In orderto meet F O L lexXp&ttstifhnswho are
key stakeholder# law firms, andto achievebetterdiversity,firms adoptedlexible working culture
which | will discussin Section2.9.4 Collectively andwith mentoringprogrammesghe focus may
remainon leadershigtraining for women,therebyproviding a specific careerdevelopmat support
aroundmaternitytransitionandre-engagementn a careerdevelopmenpath oncematernityleave

ended.

Furthermorethe practicalandthe mostobviousstageof the developmenandsupportacrossall the
law firms in the UK, is supervisionThereis no doubtthatsupervisiorandmentoringhavedifferent
principlesandqualitiesaswell asthe styleof learning.As statedoefore,mentoringis aninstrumental
tool for a careerdevelopmenandits role is to guideandgive advice.Unlike supervison, wherethe
role involvesoverlookingandensuringthata personis performingtheir dutiescorrectly. Mentoring
canbeusedaspartof supervisiorhowever nottheotherway around.Section2.9.3providesadeeper

understandingf thedifferencebetweersupervisiormandmentoring.

2.9.3 Mentoringin law firms: Supervisionand mentoring

Thesupervisiorof work in law firms is alegalandprofessionatequirementegulatedoy Chapter7
of the Solicitors RegulationsAuthority (SRA) Code of Conduct®°® The regulationimposesan
obligation on all solicitorsto ensurethat F O L HM@tWrsafie being supervisedoy competentand
experiencedpeople. Further, supervisorsare required to spendthe necessarytime with their

superviseeto provideadvice,feedbackandto evaluatetheir progressThereis a similarity between

308 SolicitorsRegulationAuthority, 165 $ D Q G EibtAwww.sra.org.uk/solicitors/handbook/code/content.page
accesse@1 October2019
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the careerdevelopmenstagesdescribedby Dalton and others® including the careerdevelopment
processasstageshroughwhich anindividual progressesandthe rolesof supervisionasdescribed
by Ard*1°who explaineda continuumof rolesthatchangefrom the standpoinof the supervisoand
the superviseeArd furtherexplainedthatwhenthe superviseeeacheshe apprenticeshigtage the
supervisomayalsoactasamentorby helpingthe supervise¢ mentedo learnandidentify problems
by asking specific and perceptivequestions®'! Ard further revealedthat the mentorshipis an
important aspectof the careerdevelopmentand may include the mentor to handle difficult or
challengingsituationshowever by performingthesefunctionsthe mentorhelpsin the formationand

developmenof a professionaildentity.

Findly, therelationshipevolvesinto apeershipvherethesupervisoandthesupervisedecomesqual
asprofessionahndperhapsvenmutuallifelong friends.Thesignificanceof themodelsproposedy
the authorscited above is that each notes the presenceof a mentor type relationshipin the
developmenbf a personf ¥areer Eachauthorsuggestshe necessityof sucha relationshipduring
thebeginningstage®f a careerandthisis indicatedby the stagef careerdevelopmenthatfollow

thementorstagein eachmodel.

In somecircumstances supervisommay also act asa managernf an organisation.The distinction
betweera manageranda mentoris mainly thatthe managefocusesmoreon the objectivesof both,
teamandorganisationywhereasa mentorhelpsthe mentedo learnwithin the contextof a supportive
relationshipThesecircumstancearelikely to beverychallengingor someong@erformingbothroles

andtherefore pften therole of amentoris carefullyconsideredasedn theirinitial respon#ilities.

309 GeneW. Dalton, PaulH. ThompsorandRaymondL. Price, p 7 K-blr Stagesof ProfessionalCareers A New Look
atPerformancéy 3 U R | HV V(LR QEIPAtFanizationaDynamics19-42,
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The differencebetweensupervisionand mentoringis that the latter is driven by a menteefor the
purposeof their own developmentind progressionUnlike supervisionthatis lead by a supervisor
andthe developments setto benefitthe companyaswell asthe individual. Therearealsobenefits
of theoverlappingaspect®f bothwhichincludeanongoingsupporthavingamodelfigureto follow,

simplecommunicationadviseandfeedbackaswell asconfidencebuilding support.

With the traditiondly view of law firms providing a supervisorysupportfor a newrecruitto work
alongsidewith andoversedheir performancementoringintensiiesthe supportby providingfurther
guidanceincluding necessarknowledgeto form a confidentpersonalityand professionabposition
within the mente€®!? This traditionalrole of a supervisormay in someway hold too much control
overthementee'slevelopmentvhich couldpotentiallyreducetheability to createandreflectontheir
gained knowledge and experienceduring the mentoring. Mentoring assists P H Q W ¢hié&f |
developmentandis developmentriven. Mentorsoffer adviceand provide practicalsupportof the
day-to-day tasksand other matterson how to get things done more efficiently by giving honest

feedback.

Section2.9.4providesfurtherliteraturereviewfrom the flexible working perspective

2.9.4 Mentoring in law firms: Flexible working

Flexible working offers employeesan alternativeway of working that suitsthe employeedneeds.

This mayincludea later startingtime or an earlierfinishing time or evenworking from home.This

right is availableto everyoneincluding women, parentsor carerswho haveworked for the same

employerfor at least26 weeks.Furthermore flexible working is also regulatedby The Flexible

812 Kathy E. Kram, Mentoring at Work: DevelopmentaRelatonshipsand OrganisationalLife (Scott Foresmanand
Companyl1985)
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Working Regulation2014*2 providing settermsandconditionsof employmentllowing employees
to exercisetheir rights. As a consequencehe right to flexible working offeredwomenlawyersto
continuewith their legal careersafter having childrenandit hasbeennotedrecentlythat morelaw
firms areadoptingthis statutoryright throughvariousopportunities One of thefirst law firms that
adopedflexible working whenthe ideaof flexible working wasfirst putinto practice,actuallynow
offersflexible working at the point of hire. Furthermorethe growing aspecbf the flexible working
culturehasbeendevelopingandtogethewith theLaw 6 R F L BWpdrtyhorelaw firms continueto
offer andsupporttheidea of flexible working. Somelaw firms flexible working by allowing to work
from homefor example up to two daysperweek,providingfurtherflexibility for womenathome3!4
Henceyariouspracticesandarrangementfor flexible working provideandhelpswomento continue

theirlegalcareergrogressioranddevelopmento riseto seniorlevels.

As revealedby Herrick-Phelps3'® womenexperiencalaily challengesncluding havingtheir voices
heardovertheir male counterpart@andreceivingfewer opportunitesto enternetworkswithin their
organisations Additionally, Herrick-Phelpsstatedthat women were more likely to rely on less
effectivesourceof powerwhich consequentlyeducegheir chance®f successandwere oftenseen

astokenemployeesvho strugglel to reachthe seniormanagemenositions.

In aid of the above, Thomsonandothers$'® revealel in their studythatmany P H Q Wckreb4fave
significantly developedduring and after their mentoring.It is therefore,arguablethat mentoring
programmesould alsobe part of successiomlanningwithin organisationssit would potentially

provideadistinctadvantageo organisationsindindividualswithin it. As explainedn Section2.9.3

313 The Flexible Working Regulations2014,No 1398 ghttp://www.legislation.gov.uk/uksi/2014/1398/m#daccessed
21 October2019
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traditionally,everylaw firm in the UK requiresa newemployee executiveto work alongsidetheir
supervisoandin mostsituationghis persorwill beaseniorexecutiveor apartnerwhowill support,
overlook and guide the new practitioner.Neverthelessmentoringprogramme vary significantly
from thetraditionalsupervisionDespitetheongoingsupportandguidanceprovidedby thesupervisor
for day-to-day work, the mentoringrelationshipis specificallydesignedo intensify the supervision
with further necessarknowledge,skills and ability which will form a confidentpersonalityand
professionapositionwithin the mente€’*” In supportof the same Mobley andothers*® confirmed
thathavinga mentorimproved O D Z\ fbhJsaffsfaction Next Section2.10 offers further literature
review of the aspectof networkingwhich I believeshouldbe consideredalongsidethe mentoring

aspect.

2.10 Networking

In additionto the aboveliteraturereview, networkinghasbeenoutlined by the participantsof this
study as a benefitof mentoringduring their careerprogressionSection4.10. Furtherresearcthof
LinehanandScullior®'® explorel the role of mentoringandnetworkingin the careerdevelopmenof
global female managersThe voices of the female managersllustrated someof the difficulties
associatedvith informal organisationalprocessesin particularmentoringand networking,which
hindertheir careerdevelopmentThar findingsfurtherconfirmedthatfemalemanagerganmissout
onglobalappointmentbecauseéheylack mentorsyole models sponsorshippr access$o appropriate
networks xall of which arecommonlyavailableto their male counterpartsLinehanand Scullion

further revealedthat the intervieweessuggestd that men, as the dominantgroup, may want to
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1HW ZR {2008)83(1) Journalof Businessthics29-40.
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maintaintheir dominanceby excludingwomenfrom the informal interactionsof mentoringand
networking. Their findings further suggestedhat if femaleshad more accessto networksand
mentorstheycouldbesocialisedn boththeformal andinformal normsof theorganisatiorandgain
careeradvantagefrom these Themanagersevealedhattheyencountereadditionalbarriersin the
P D QMbrd andsaidthatthereis still muchto bechanged.

320 reyealedthat networks as social mechanismshave been

Furthermore,Diani and McAdam
characterisedn a numberof social, political and economicstudieswhich aim to identify social
locations of actors and relational structures Furthermore,Jonesand others’?! emphasisedhe
informality of associatiorwithin the network,which involved repeateccommunication@amongits
memberswith a patternedbut operrendedexchangestructure Networking characteristiccan be
further describedby Hatch*?? as a new form of social structure,replacingvertical or controlled
relationshipswith a lateralrelationship,makinginformationexchangamorerapid andeffective.In
summary,a network can be viewed as correspondingand structured.Often Z R P H Qefwobrks,
especiallyin the contextof developmentcanbe perceivedasa commonreasonof empowerment.
Cummingsand others?® providedthat women'snetworksare communicatiorchannelsaswell asa
forum to challengepower that stereotypedrepresentatiorof women. Moreover, Friedmanri?
suggestedthat networking women's organisationsreinforce the processof women$§ social,

psychologicakndpolitical empowermentHence theyall suggestedhatthe mostimportantreason

of Z R P H @efimdrkingis empowerment.

320 Mario Diani and Doug McAdam, Social Movementsand Networks: Relational Approachesto Collective Action
(Oxford University Pres2003)

321 CandacelonesWilliam S. Hesterlyand StepherP.Borgatti, !\ GeneralTheoryof Network GovernanceExchange
ConditionsandSocial Mechanism$(1997)22(4) Academyof ManagemenReview911-945,

322 Mary J. Hatch,Organizatbn Theory(Oxford University Press1997)

323 sarah Cummings, Minke Valk and Henk van Dam, Women'sinformation Servicesand Networks: A Global
Sourcebook Gender,Society& DevelopmenSeriegKIT Publishersl999)

324 JohnFriedmannEmpowement: ThePolitics of Alternative Developmen(Blackwell Publishers1992)
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Furtherlink betweermentorng andnetworkinghasbeenseenin highereducationsectorashaving
positiveoutcomeon femalecareemprogressiort?°® Throughvariety of careersupportiverelationships
that provide careerguidanceand psychosociakupport,females in educationdeveloptheir careers
progressivelyEach S H U Vnet@dfk¢ontainsarangeof differenttypesof relationshipsandcontacts
that servedifferent purposesFormal mentoring,networking and peer supportprogrammesoffer
benefitsto womenandtheir careerprogressionRawlinsand Rawlins?® revealedthat awarenessf
mentoringand networking assised with helping professionalgersonallyand consequentlythey

work andguidetheir studentsandclientstowardstheir life andcareermgoals.

It hasbeenfurther recognisecby Hayesand others?’ that mentoringand networkingwere critical

components$or successn scienceaswell. It was therefore evidentthatthroughoutvariouscareers,
mentoring and networking provide successfulcharacteristicavhich assistcareerdevelopment.
Furthermorefollowing thesuccessfulindingsof thelinks betweermentoringandnetworkingacross
| HP D @dtiediprogressionin businessand education,this study also looked at mentoringand
networkinglinks acrosslaw firms and in particular female lawyers{careerprogression Further

findingsanddiscussiorrelatingto mentoringandnetworkingwill be providedin Chapterst and>.

Section2.11 focusentheaspect®f self-developmenandcareemprogressionvhich alsohavebeen

outlinedby the participantsof this studyasbenefitsof mentoring.

325 KathleenM. Quinlan,'EnhancingMentoringand Networking of Junior AcademiesWomen:WhatWhy and + RZ" |
(1999)21(1) Journalof Higher EducationPolicy andManagemenB1-42.
326 MelanieE. RawlinsandLarry Rawlins, u 0 H Q WaRdNet@drkingfor Helping 3 U R | H V 1R )A2(@)Personnel
andGuidanceJournall16-118
327 _LauraHaynes,Sherrill L. AdamsandJeremyM. Boss, p 0 H Q WanhtNe@varking: How to Makeit : R U X2P08)
9(1) Naturallmmunology3-5.
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2.11 Seltdevelopmenand careerprogression

Seltdevelopmentis recognisedasbeingthe processby whicha S H U VdRapeftéor abilities are
graduallydeveloped?® The processf self-developmentncludes R Q teffovts put towardsfurther
progressionand self-fulfilment by taking stepsto assistin the development.Similarly, career
progressions recognisedn gainingexperiencen thefield of R Q khfexéstto help with improving
and working up the ranks. Having goals and positive approachto progressionenablescareer
advancemenh particularknowing R Q ldgsWedoutcomesilt is up to theindividual to furthertheir
selfdevelopmenhowevertheorganisatiorshouldbemadeawareof one'spersonatesiresandgoals
to achievementt is thenupto theemployerto assistR Q iHrfigfessionwhich shouldinvolveregular
meetingswith discussion®f furtherdevelopmentvhich would likely involve their encairagement.
Anotheraspecbf akeenanda caringemployemayincludeoffering necessaryraining,supportand
mentoring,aswell asprovidinglinks andconnectionsvith theright peopleandmentorsto advance
anongoingprogressionlt is alsoimportantthat the employergives creditto an employeeto keep

their positiveattitudeandwelcomepromotionalopportunitiesvhentheyarise.

Available literature of Kram®?° and Levinsort3° form a generoudevel of evidencethat mentoring
providesbenefitsfor the menteeandin particular,oneof thekey benefitsof mentoringfor thementee
is careeradvancemengurtherempiricalliteratureprovidedby SampsorandYeoman$®! foundthat
menteeyaluesupportivebehavioursuchasencouragementriendship,adviceandguidance Further

study of Van Emmerik®3? reconfirmedthat mentoring has positive outcomeson job and career

328 JocherBrandtstadteandRichardM. Lerner,Action& SelfDevelopmenTheoryandResearchhroughtheLife Spam
(SagePublicationd_td 1999).

329 Kathy E. Kram, p 3 K Do¥/thieWlentor 5 H O D W L(FO@3Y26 @ S\Fademyof Managemeniournal608-525

330 Daniel Levinson,CharlotteN. Darrow, EdwardB. Klein, Maria H. LevinsonandBraxtonMcKee, The Seasonsf a
Man'sLife (BallantineBooks1978)

331 JohnSampsorandRobin YeomansAnalyzingthe Work of Mentors(The FalmerPress1994)

332 Hetty Van Emmerik, p 7 KMére You Can Get the Better: Mentoring Constellationsand Intrinsic Career6 XFFHV V {
(2004)9(6) CareerDevelopmentnternationab78594.
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satisfactiorandwith this positive associatiorof mentoring,De Janaszand Sullivar®®3 revealedhat

it is evidentthat mentoringshould be a critical resourceto boostany careerand psychosocial
developmentof employees. 6 F D Q G3X fidifiys stated that mentors provide menteeswith
vocationalandpsychosociasupportandthesewerefoundto be relatedto further P D Q D JHl&arw |

levelandpromotions

212  Summary

The purposeof this chapterwasto reviewthe existingliteratureon variousaspectof mentoringto
assistwith thisresearclobjectivewhich wasto examingheeffectsof mentoringopportunitiesn law
firms andparticularly,effectsonfemalelawyers S D U W L Edr&prQgrésstbnAvailableliterature
on mentoringin law firms remainslimited andtherefore my researcraddressethis gap,focusing
specificallyon female O D Z \ Edue¥rflevelopmentnd effectsof mentoringin law firms. For this
study,mentoringrefersto a oneto-one developmentatelationshipbetweena lessexperiencednd
moreexperienceghersonwhich supportgpersonahndprofessionagjrowthin thelegalprofessiorand

in particular,femaleprogressionn law firms with mentoringsupport.

The review beganwith an overviewof mentoringfollowed by addressingey forms of mentoring
availableto individualsin organisationghroughinformal and formal versions,before addressing
R U JD Q L ¢dhwerteh@Xesto the formal advancemensdf suchinitiatives andtheir rationale33®
An informal mentoringprovidesanindirectsupportfor employeedvut mayoftennotbe seeractually

asmentoringdueto its informal naturewhererelationshipsanform naturallyanyway.The formal

333 SuzanneC. De JanasandSherryE. Sullivan, i 0 X O \WMéngfnigin AcademeDevelopingthe ProfessoriallHW Z R U N
(2002)64(2) Journalof VocationalBehaviour263-283

334 Terri A. Scandura, 10 H Q W Raddv/®atesr Mobility: An Empirical , Q Y HV W L(I92Y L3P Journal of
OrganizationaBehaviourl69-174.

335_eandroGalli, Demandfor MentoringAmong SMEs(2013)Departmenfor BusinesdnnovationandSkills
https://assets.publigi.service.qov.uk/government/uploads/system/uploads/attachment data/file/263226/demand_for
mentoring among SMEs.gdaccesse@1 October2019.
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mentoringoffers more of a settledsupportbut relatively for a shorterperiod of time. This form of
mentoringcanalsoleadto anongoinginformal mentoringsupportwith morerelaxedarrangements.
Kram supportamentoringat work andits variousforms of developmentatelationshipghatcanexist

in work settings asa supportduringmentoring.

Havingestablishedhe broaderdefinitions andremit of mentoringschemesthe studyfurtheroffered
a critique review of mentoringschemedrom an internationalperspectiveputlining the effectsof
culturalandorganisaibnal normsonits developmenandimplementationMentoringremainsoneof
the most popular social interventionsin American society?*® and is seenas helping the mentee
advanceup the corporatdadder.Unlike in Europe,mentoringis seenasfunction of nepotisnt®’ and
favouritisn?38 andtendto usea moreholistic conceptof mentoringthatis relatedto the cycle and
overall personaldevelopmenbdf the mentee jrrespectiveof their rank or advancemenpatterns’>°
Further,it is evidentfrom the review of the availableliterature that the broad acceptancef the
benefitsthat mentoringschemesprovide to organisationsand thoseindividuals involved 34° This
themeis spreadacrosghe globeandis beingseenin manycountriesacrosghe world. Mentoringis
usedasa developmentaimechanisnto improve foreverchangingenvironment** Nonethelessthe
commonthemein mentoringwhetherin the USA, Australia,Chinaor Europe,is thatthereneedgo
be a closerelationshipbetweena mentorand a menteewhich is devebped during a mentoring
programme.Trust and supportare both found to further help to achieveadvancemenin career

progression.

336 JeanE. Rhodesand David L. DuBois, 1 0 H Q WiRlatibi@Hipsand Programgor < R X {2608) 17(4) SageJournal
254258

337 The practiceamongthosewith poweror influenceof favouringrelativesor friends.

338 The practiceof giving unfair preferentiakreatmento onepersonor groupatthe expensef another.

339 David Clutterbuckand Belle R. Ragins, Mentoiing and Diversity: An International Perspective (Butterworth
Heinemanr2002)

340 Cliff Olsson, Andrew Cruickshank and Dave Collins, p0 D N IM@toring Work: The Need for Rewiring
(SLVWH P(ROOaRI{1) Taylor & FrancisOnline Journal50-64.

341 |_esleyPdersen SujaPremchandraandGarryClayton, p 0 H Q WaaMegGhanisnfor OrganisationaDevelopment
in aGlobally Changing (Q Y L U R @2R1YQ &ddhingandLearningwith Technologyl37-147.
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Moving on, the study further focusel on mentoringschemesvhich were being addressedrom a
sectoralperspectivaéncluding, busines¥? and educatiod** wherementorshipis well practicedand
developedupportinghoseprofessiongrom theyoungesgeneration®f entrepreneurandteachers.
Mentoringin businesss seenasa developmentatool*4whereresearcherfound that by having a
mentorhelpsan overall careersuccesgor menteesFurthermorementoringincreasegproductivity

andworkerssatisfactiorwithin organisationgndalsoreducegetentionlevels.

In educationmentoringis alsousedasa developmentatool offering paramounsupportto all levels
of the teachingprogressionResearcherfound that handson experiencesuchas mentoringis far
moreeffectiveway of progressionMoreover,mentoringis alsoseenaswell-beingform of support
offeringtailedassstancan H P S O RdafidéiefelopmentMentoringschemesrewell-established
anddevelopedn the educationandbusinessectorsyet, arelargely missingor areonly arelatively

recentphenomenoin law firms 34°

Thus, the review further progresse into mentoringin law firms to identify the prevalenceand
understandingf mentoringschemesvailable With the mostrecentfindings providedby the Law
Society in their annual statisticsreport 2018 the legal professionis progressing.Diversity is
beconing asignificantfeaturein thelegalprofessionWWomenproveto bethemajority of theentrants
to the legal professionhowever,their male counterpartstill dominatethe seniorlevels. The Law
Societyhastakenconsiderableesearchn womenin law anddiversityremainsadomain.With more

femalelawyersprogressindheir desiresresearcheroundthatmentoringplaysasignificantfeature

342 | eandroGalli, u'H P D¢y @entoringAmong 6 0 ( V(§013)Deparmentfor Businesdnnovationand Skills

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment data/fildét6aaa6fo

mentoring_among SMEs.gdaccesse@1 October2019.

343 Andrew J. Hobson PatriciaCastanheirand Kerry Doyle, p 0 H Q WandQogchingAcrossthe 3URITH VRUWB)Q V

ResearctandEnterprise University of Brighton
https://www.brighton.ac.uk/researeimdenterprise/groups/education/reseapchjects/mentoringandcoachin

acrossthe-professions.spxp accesse@1 October2019

344 GordonF. SheaMentoring,A Guideto the Basics(KoganPagel1992.

345 ElizabethK. McManus, g, Q W L P la@Ene/CuRu@e of Avoidance:Genderlssuesand Mentoringin Law Firm
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in their careerdevelopmentdvientoringnot only helpsthe careerprogressiorut supportsvomenin

thelegalfield to balanceheir professionalives with havingfamily. As notedearlierin this chapter,
researcherundthatfemalelawyerswho choseo haveafamily oftenleft theprofessiorall together
dueto pressuresf returnandpossiblefuture progressiongOutcomeof the previousresearctshowed

thatmensucceedvithin mentoringschemesbut lessconclusivefindings areavailablein relationto

female staff 346 Furthermorethe Law Societyrevealedthat in respectof femaletalent, ZRPHQ TV

networks, mentorirg schemesand the like becomeincreasinglycommonplacé*’ Dame Gaymer
furtheraddeahatlooking to thefuture,the currentway of working may needto changeandthatthe
paceof work for somewill notchangeby choice. Thegapof empiricalevidencehasbeenhighlighted
previouslyandquestionarosewhethermentoringcansupportfemalelawyersduring their early and
later careerstagesof the careerprogressionMy studyrecognises significantgapin the literature
review of the mentoringsupportavaileble to femalelawyersand their careerdevelopmenin law
firms. Theoutcomegainedfrom this studyoffersanoriginal contributionto knowledgeby presenting
empirically basedevidenceof the effectsof mentoringprogrammesndprovidesfurthersupportfor
the professionn generallt allowsthe participatinglaw firms to usethe found dataof this studyto
further progresstheir mentoringschemesavailableto their lawyers.Moreover,with my empirical
researcHindings,newdatais beingseenandrelatedto a beginningof somethingnewthatmayeven
changdaw | L U Bw'réntpracticewith regardgo trainingandcareerdevelopmentsThe outcomeof
this researchs significantand providesconstituentsupportand assistanceo the participatinglaw

firms includingthe participantsfemalelawyers.

Furtherresearchs inevitableto potentiallyidentify furtherchangesn law firms practicesvhichmay

follow with aview for the futureto setup aneffectivementoringschemeacrossall the law firms or

346 NormaT. Mertz, WhyWomen$ U HIQefhidred(ERIC Clearinghouséd 987)
347 DameJanetGaymer,The Law Society, uaw Firms- The Futureof Work (2019)
<https://www.lawsociety.org.uk/communities/taity/articles/lawfirms-future-of-work/> accesse@1 October2019.
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evenwriting a Protocolon how law firms could facilitate the mentoringprogrammedo help to

developandimprovetheiremployeesandconsequently ] L U Precfices.
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Chapter 3 Methodology

3.1 Introduction

The previouschaptendentifiedthe prevailingliteraturegapsof the effectsof mentoringavailableto
femalelawyersfparticipantsn law firms. The Law Societyis continuingto supportthe profession
with a particularfocuson womenlawyersprogressiorandit hasrecognisedhatmorecanbedoneto
createamoreequal diverseprofessiorwhich would resultin morework placementsponseshipand
mentoring®*® The mostrecentLaw 6 R F L KW@gpdiéchemeavailableto Lesbian,Gay, Bisexual,
and Transgende(LGBT) including women, offered opportunitiesto receive free mentoringfor
developingfirms involved approacheso LGBT andinclusivity 34° The schemeeingthe ground
breakingscheme facilitated the sharingof good practicein the V R O L FpkofésgiorffDuring the
schemethe mentoringfirms supporteddther,smallerfirms by providing two hoursof free support
andguidancesverymonth.Thementoringschemeavasfoundto bebeneficialto thementeesnvolved

andincreasednentoringopportunities.

As statedearlierin Chapter2, the aim of my researchs to discoverthe views and experience®f
female lawyers{participantswith mentoringsupport,bearingin mind the overarchingdesireto

explorethe effectivenes®f their mentoringexperiencs.

In orderto structurethis methodologychaptetto reachthe objective | adoptedheempiricalresearch

usingqualitativemethodsasthis setsit in the contextof existing approacheseviewedin Chapter2

organisatiorcansupportthediversityaccessschemef accesse@1 October2019
349 TheLaw Society, LUGBT + Firm MentoringSchemef[2019)

[mentoringscheme# accesse@1 October2019.



of theliteraturereview.Empiricalresearcls basednwhatis experiencear seerratherthantheory,
and| believethat this type of researctlwas mostappropriatetype in orderto achievemy research
objective. The empirical data helpedto discoverthe S D U W L FperSdpt@veavidithe effects of
mentoringexperienceseceivedduring their legal carees. With the femaleonly participants,the

feministtheoryunderpinany researclandfeministapproachs discussedurtherin Section3.2

3.2  Feministapproach

Feminist approach focuses on themes including discrimination, oppression, patriarchy and
stereotyping>° For the purposeof this study the type of feminist approachtakenis feminist legal
theory.l adopteda feministapproachin my studyaswomenin law arestill considereca minority
population,especiallywomen lawyersin senior positions and the issuesexperiencedby female
lawyershavebeensubjectto genderinequalitiesfor manyyears3®! In this thesisl examinewhether
mentoringprovidesa substantiabupporto femalelawyersduringtheir careeprogressionincluding
professionaland personaldevelopnents. Therefore,having female participantsonly, a feminist
approactwasadoptedn my studyto allow to focuson andprioritisetheaccountof female OD Z\H U V

mentoringexperiencesluringtheirlegal careers.

Therearevariousdefinitionsof feminismavailablehowever |t is basedntheview thatwomenhave
beenoppressedy patriarchy®*? Walby defined patriarchy as a systemof social structuresand
practicesn which mendominate ,oppressandexploit women.Feminismcanhavedifferentoverall
goalsfor examplejt canaimto reduceor removegendelinequalitiesjmprovethepositionof women

while still maintaininggenderdifferencesor it can havethe radical aim of transforminggender

350 NancyLevit andRobertR.M. Verchick FeministLegal Theory(2" ednNew York University Press2016).

351 ElizabethK. McManus, g, Q W L P la@Ene/CuRu@e of Avoidance:Genderlssuesand Mentoringin Law Firm
3 U D F {®00¥)B3{1) FordhamUrbanLaw Journal217-231

352 Sylvia Walby, TheorizingPatriarchy (Blackwell Publishers1 990)
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relationsandgendeistandards$®3 Togethemith contrastingappoacheofthe | H P L Q lthédrdtical
positionsandinterpretationsGelsthorpeand Morris®>* revealedthat at the very least,a feministis
someonevho believesthat womenexperiencesubordinatioron the basisof their sex. Therefore,|
believethatthis study considerghe feministapproachasit aimsto discoverissuegelatedto gender

andpower>®

Feministresearchfocuseson female experiencesand issuesrelatedto genderwhich have been
significantly underrepresentedn traditional social sciencesesearc#*® Therehashowever,been
significantdebatesurroundingeministmethodologyandwhethera definite feminist methodology
exists. Traditionally, researchin the social sciencefocusedon male participantsand then been
extendedto women %’ Moreover, the researchprovided that there is not a single feminist
methodologyinsteadt is anapproactbasedon feminism,in thatit seekgo exposehowwomenare
oppressedy a patriarchalsystem3®® The methodologicalapproachaims to contributeto social

changdor womenusingmethodghatfocuson empoweringvomenthroughtakingtheir accountsof

lived experiencesslegitimatesourcef knowledge®® In addition,qualitativemethodsprovidethe
opportunitiefor womenvoicesto be heardratherthanquantitativemethodghatcansilencewomen
by puttingtheir experienceito setcategories®® The quantitativemethodof researcHail to reflect

the experiencesf womenandhaveconsequentlynisrepresentedomert®! andsuggestedhatonly

353 Sylvia Walby, p 7 Knkpactof Feminismon Sociology 1(2011)16(3) SociologicalResearciOnline 1-21.
354 | oraine Gelsthorpeand Allison Morris, 'Feminismand Criminology in % U L W1B38)Y2$(2) British Journalof
Criminology 93-110.
355 ShulamitReinharz FeministMethodsin Social Researc{Oxford University Press1992)
3%6 SandraG. Harding, Feminismand Methodology:Social SciencelssueqIndianaUniversity Press1987)
357 SandraG. Harding, Feminismand Methodology:Social SciencelssueqIndianaUniversity Press1987)
3%8| iz Stanley andSueWise, BreakingOut: FeministConsciousnesand FeministResearcl{RoutledgeandKeganPaul
Plc 1983)
359 RebeccaCampbell and Sharon M. Wasco, Eeminist Approachesto Social Science: Epistemological and
MethodologicalTenets]2000)28(6) AmericanJournalof CommunityPsychology773-791
360 RebeccaCampbell and Sharon M. Wasco, [Feminist Approachesto Social Science: Epistemological and
MethodologicalTenets][2000)28(6) AmericanJournalof CommunityPsychology773-791
361 Nicole Westmarland (2001) p 7 KQuantitative/qualitativeDebateand Feminist ResearchA SubjectiveView of
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qualitative methodscan represent Z R P H @¥p¥riencesadequately*®? Furthermore,qualitative
methodshelpto revealthe characteristicef variousmentoringsupportsavailableto femalelawyers
including its effectivenessand successionGenerally,mentoringprogramme would offer a rather
lengthy supportto its employeesthat can provide an indefinite supportand continuein a more

informal way with the P H Q Ws&®opdity

Qualitative methodsare mainly associaté with feminist studieshowever, it is not the casethat
gualitativeapproachearealwaysfeministandequallynot all quantitativeapproachetack feminist
sensitivity3®® However to reachthe objectivesof my study; | felt thatqualitativemethodsaremore
suitableand likely to offer the depthnesof the participantsfperceptions Although quantitative
methodscanalsobeincorporatedn feministstudies,| believedthatthe quality of the SDUWLFLSDQ

perceptionsvas far morevaluablefor my studyandhelpedto achieveits objective

Thechartsbelowprovidestatisticaloverviewof thetotal numbersof femaleandmalesolicitorswith

practicingcertificatesbasedn the Annual StatisticsReport2017 (latestreportavailableto date)364

362 iz Stanley andSueWise, BreakingOut: FeministConsciousnesand FeministResearcl{RoutledgeandKeganPaul
Plc 1983)

363 |_oraine Gelsthorpe FeministMethodologyin Criminology: A New Approachor Old Winein New Bottles (Open
University Press1990)

364 The Law Society, Annual StatisticsReport2017(2018)

<https://www.lawsociety.org.uk/suppeservices/researetiends/annuastatisticsreport201 75 accessed21 October
2019.
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Statistics for Solicitors with Practising Certificates

2015 2016 2017

65147 67393 69995
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Thenumberof femalepractisingsolicitorshavebeensignificantlygrowing particularlyoverthe past
threeyears.Theincreasedhumberof femalesolicitorswith practisingcertificatesmakearemarkable
changein the legal professionreflecting a specialachievementor femak lawyersfprogression.
Nonethelessqualitativeapproachesnay alsopresentimitations. As an example womenwho may
feeluncomfortablan participatingin aninterviewmaybeexcludedrom theresearchOtherwomen
may refuseto participatedue to the direct position of providing information aboutthemselves.
Therefore having consideredotentiallimitations of the circumstancesurroundingmy research|
thoughtof alternativemethodso interviewingto reflectthe samethat offers an advantagef being

confidential and will reveal information which may not have been obtainedin an interview
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situation®®® Themethodsselectedor this studywill bediscussedurtherin Section3.3. Furthermore,
RamazanoglandHollandf®® providedthatit is the methodsthatare usedby the researcheandthe
underlying epistemologythat makes a methodology feminist rather than the methods used.
Furthermorefeministresearclis definedby thetopic, ratherthanthe choiceof methods™®’ providing
thatthe topic relatesto the experience®f womenandrevealingthe impactof theseexperiencesn
gendelinequalitiesThenatureof qualitativeresearchielatego a studyof thequality of relationships
and experiencegeceived®® and therefore,my focus was on the depth of the feedbackof the
participants.As a qualitative researcher| have engagedn naturalisticstudy looking at reatlife
experience¥® of female O D Z \ lhentofingsupportandto generateich narrativeof my studythat
leadto commonthemesarisingandproviding reatlife quality feedbackThe mostcommonthemes
which aroseas a result of this qualitativeresearchare discussedn more detail in Chapters. The
primary adaptatiorof a qualitativemethodin my researchprovidedthe evidencewhich wasdrawn
from the detail of the S D U W L Rar@&iv€sWuUtHEr,this methodalso providedthe opportunityto
generataunderstandingdescripion andemergentonceptsandtheories’’® Section3.3 providesan

explanatiorof therationalefor methodsselectedn my thesis.

3.3 Rationalefor methodsselected

In orderto provideatruereflectionof the benefitsof mentoringsupportavailableto femalelawyers

acrossvariouslaw firms, a qualitativeapproachallowed me to exploreinformationin more depth

thana quantitativeapproachwould havedone.Nonethelesssomeof the methodsof the qualitative

365 iz Kelly, SheilaBurtonandLindaReganResearchingV R P H Qviesor StudyingV R P H QpkéssionReflections
on WhatConstituted~eministResearch{Taylor andFrancis1994)
366 Caroline Ramazanogland JanetHolland, FeministMethodology:Challengesand Choices(SagePublicationsLtd
2002)
367 Loraine Gelsthorpe FeministMethodologyin Criminology: A New Approachor Old Winein New Bottles (Open
University Press1990)
368 CorrineGlesne BecomingQualitativeResearchersAn Introduction (5" edn Pearsor2016)
369 Michael Q. Patton,QualitativeResearct& EvaluationMethods(4" edn SagePublicationd_td 2015)
370 JaneRitchie and JaneLewis, Qualitative ResearcPractice: A Guide for Social ScienceStudentsand Researchers
(LondonSage2003)
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approachhadto be carefully consideredaking into accountthe natureof the SD U W L fobsSID Q W V {
this study,thewomenwho agreedo participatewereall lawyersby professiorandatdifferentlevels
of their legal careeravho experienceanentoringsupportat variousstagesof their professionSame
of the participantsarecontinuingto receivethe mentoringsupportindefinitely whereastherswere

subjectto afixed term mentoringprogrammevhich endedduringmy research.

With the qualitativemethodof researchthe participantsvereableto choosetheway to revealtheir
own views and perceptionsof their experience®f mentoringduring their legal careersThrougha
gualitativeapproachthe opportunityto exploreinformationin moredepthwasgreateithanwould be
availablefrom a surveyfor example.Furthermorethe qualitativeapproactprovideda moredetailed
comparisonbetweenthe participantsand their mentoringexperiencesAlso, a solely quantitative
analysisof the effectivenes®f the mentoringsupport,lacking the contextof the partiF L S DIi@ed/ V |
experienceswould have potentially lead to incorrectassumption®f the pros andthe consof the
support®’t Therefore] haveselectedjualitativeapproactin my thesisto helpmeanswetheresearch

guestiorbeing,how effectiveis mentorng supportto female O D Z \ Ebtk¥frogression

Furthermore as a former lawyer myself, | was awareof the competitiveand busy natureof the
S D U W L profsdsiQriddpitentialissueswith their availability, commitmentandeagernesto take
part.In supportof this, Reneeandothers’? statedthat professionakmployeesarerequiredto work
inefficiently long hoursindicatingleadsto rat-race’ equilibriumin which associates/ork too many
hours.This proposedadditionallimitations with researchinghe professionaswell the barriersof
enteringthelegal professionn thefirst place.With thisin mind, I haveinitially decidedto approach

my fellow colleaguest the SheffieldHallam 8 Q L Y H Uawldépafirdentywho areformerlawyers

371 CarolHeddermanClareGunbyandNicolaShelton, i1 : K DMamenWant: Thelmportanceof Qualitatve $SSURDFKHV
(2011)11(2)CriminologyandCriminal Justice21-35.

372 ReneeM. Landers,James. RebitzerandLowell J. Taylor, pu 5 BageRedux:AdverseSelectio in the Determination

of Work Hoursin Law ) L U R\996)86 The AmericanEconomicReview329-348

373 An endlessself-defeating or pointlesspursuit.
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themselves,n order to discussmy concerns,including issueswith participantscommitment,
availability, questiongproposedandfurther networkingprospectsFollowing generalfeedbackmy
concernshavebeencarefully consideredvhich helpedme with the final structureof the proposed
guestionsto the participantsand further networking potentials discussed.The feedbackalso
highlighteddifferencesin mentoringsupportsavailablein law firms of different sizes. The larger
law firms offered their employeesa more structuredand formal mentoring supportincluding
: R P H Q\eiwork whereasthe smallerlaw firms providedmore of aninformal mentoringsupport
with more relaxedarrangements/Nith the piloting exerciseundertakerat this level, | waseagerto
learnaboutavailability andeffectivenes®f differentmentoringsupportsavailableto womenin law

firms acrosghe UK.

My initial focus was on the selectionof law firms willing to take partin my researchaswell as
establishingpotentialparticipantsandtheir availability to participatel wasalsoawareof gainingthe
trustfrom both,the law firms andthe participantsjn orderto continuemy researchTherefore,the
selectiorprocesavascrucialandaftergainingthe ethical approvalfrom SheffieldHallam University
(Appendix1), | commencedhe processhy a review of the law firms with mentoringprogrammes
alreadyin placeandfocuson femaleprogressiorievelsincluding partnerV diversity element The
reviewrevealedhelargerlaw firms with mentoringopportunitiesacrosghe southof the countryand
particularly, basedin London. One of thosefirms, initiated the idea as a pilot schemethat was
launchedhroughtheir : R P H Q\ieork, with the objectiveof increasinghe quality andquantity
of femalepatrticipationin thefirm. This programmeofferedthe morejunior womenaccesgo actas
role modelswho couldthenguidetheir careersat anearly stage. The nameof the law firm hasbeen
keptanonymougiueto the confidentiallyaspectHaving establishedhe substantiamentoringbase
of thislaw firm andthe existenceof the : R P H Q\ieivork, | felt thatthis law firm would providea
reasonablestartingpoint for the selectionprocessof my researchHaving contactecthe law firm

directly, their responseconfirmed that unfortunately,due to the lack of the longevity of their
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mentoringprogrammeor womenlawyersat their firm, this meantthattheywereunabk to takepart
in my researchastheir involvementwould not generatesufficient evidencefrom their menteego
addresshetopic of my researchTheyhaveconfirmedhowever thattheyoffer mentoringschemeo

womenlawyerswho wish to participate.

Togeherwith the supportof the SolicitorsRegulationAuthority andthe googlesearchthe selection
processcontinuedand a total of twenty-eight law firms were selectedand further contacted.The
selectionwasbasednthefollowing two factorsfirst, idenifying | L U f¥rfforingfocusandsecond,
consideringhe | L U Fefndleprogressiorevels,including high andlow. The namesof all the law
firms selectecandcontactedluringthisresearcthavebeerkeptanonymousiueto theconfidentiality
aspectlnitial letter, (Appendix2), wassentto eachlaw firm, the employer,explainingmy research
focus and requirementsn termsof the participationand outcomeof my study. Somelaw firms
respondegromptly whereasothersfailed to evenacknowledgemy correspondnce.l haveinitially
receivedresponsdérom two law firms who showeda particularinterestin my researctandfurthersix
participantscameforwardwilling to takepartin my study.An introductorycorrespondenceassent
to the participantsexplairing the researchfocus and proposedquestionnaire(Appendix 3). This
includedfirst, what led the participantsto join the mentoringprogrammesecond what challenges
andopportunitiegheyhaveexperienceduringthe programmehird, whatwastheirdesiredoutcome
of the mentoringprogrammeandfinally, did theyreachtheir targetandconsequentlyachievel any

promotions.

On reflection, theinitial selectionprocessevealeda noticeablethemeof law | L U RAcgrtaintyin
participding in researchielatingto mentoring Mentoringin law firms continueto developandfirms
areengagingn the processhowever,anoveralllack of informationaboutmentoringsupportin law
firms was recognisedEventhe largerlaw firms with mentoringschemesalreadydevelopedwvere

scepticalo offer their participation.Successiotevelsof mentoringsupportcontinueto be uncertain
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dueto law firms low key andcautiousengagemenwith furtherresearclandrevealingtheir practices
to alargeraudienceMy researclacknowledgeghis gapin availablditeratureandprovidesempirical
datato improvethelegalprofessionln Section3.4,thedatacollectiontoolsusedduringthis research

areexplainedbeforemoving ontothe Chapterd, wherekey findings and dataanalysisis provided.

3.4  Datacollectiontools: Questionnaireand interview

Engagemenand contributionof twentytwo participantsfrom six different law firms forms part of
my researchThe experienceprovidedby the participantsof mentoringshowed differentlevels of
thesupportreceivedduringthisstudy.The S D U W L HevElap@ &kt feddueto their positionheld
at the time of the researchincluding, from junior to senior stages.Each participantexperienced
differentlevel of the mentoringsupportandasa consequenceach L Q G L Y Lp&reeptioriffer
varied experiencesEvery participantwas able to give their individual perceptionsand personal
encounter®f the mentoringsupportduringthe legal careeravhich led to the develgmentof varied
abilitiesandachievementd-urthermoregachindividual had theirownlevel of expectationanddrive
whichdifferentiatal all the participantsandtheirdesirego progressionThedepthof thedatareceived
from the participantsprovideda fair proportionof qualitativedatamoving awayfrom an anecdotal
evidenceThewritten responsefrom the participantancludedtheir own andindividual perceptions
of the supportreceivedthroughansweringthe researchguestionsandincluding personalfeelings,
views andexperiencesReferringto Pattori’# | alsobelievethatin orderto providea true reflection
of theexperiencesndevidenceof the participantsconductedhroughempiricaldatacollectionand

usingthoughtfulanalysis qualitativemethodswerenecessary

874 Michael Q. Patton,Qualitative Evaluationand ResearchMethods(2" edn ThousanddaksSagePublications1990)
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Datacollectionbeganduring 2016 andendedat the endof Decembe2018. At thefirst instance)
haverequestedhatthe law firms put forward thosewomenwho might be ableto help andwish to
participatein my researchas the law firms are the gatekeepersf the participants Oncel have
successfullyrecognisedhe willing participants someelementof snowballingwasusedwherethey
would putmein touchwith otherwomenwho hadexperienceanentoring.Somenumberof law firms
did notwishto contributeor participatein my researchor simply failed to respondall togethemwhich
perhapavasto be expectecandwasentirelyreasonableA succinctoverviewof law | L U lregdpnse
is providedbelow in the responsdable andthe | L U Rd€rftity hasbeenkept anonymisedor the

purpose®f thisresearch:

114



RESPONSE TABLE

AGREEDTO
PARTICIPATE

CHOSENOT TO
PARTICIPATE

NON
RESPONDENT

LAW FIRM 1 (LF1)

LAW FIRM 2 (LF2)

X

LAW FIRM 3 (LF3)

LAW FIRM 4 (LF4)

LAW FIRM 5 (LF5)

LAW FIRM 6 (LF6)

X | X | X | X | X

LAW FIRM 7 (LF7)

LAW FIRM 8 (LF8)

LAW FIRM 9 (LF9)

LAW FIRM 10 (LF10)

LAW FIRM 11 (LF11)

LAW FIRM 12 (LF12)

LAW FIRM 13 (LF13)

LAW FIRM 14 (LF14)

X | X | X | X | X | X

LAW FIRM 15 (LF15)

LAW FIRM 16 (LF16)

LAW FIRM 17 (LF17)

LAW FIRM 18 (LF18)

LAW FIRM 19 (LF19)

LAW FIRM 20 (LF20)

LAW FIRM 21 (LF21)

LAW FIRM 22 (LF22)

LAW FIRM 23 (LF23

X | X | X | X | X | X | X | X

LAW FIRM 24 (LF24)

LAW FIRM 25 (LF25)

X

LAW FIRM 26 (LF26)

LAW FIRM 27 (LF27)

LAW FIRM 28 (LF28)
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All the willing participantswere female lawyerswho providedfeedbackof their own individual
experience®f mentoringsupportreflecting their own views and opinions. Further,| believethat
guantitativeapproactwould unlikely providethenecessargetailandasaresultwould offer incorrect

assumptionsboutbenefitsor impactof the support3’®

In orderto carry out datacollection, | felt that the following tools including, questionnairesand
interviews,would offer most effective methodto gain feedbackand provide true reflection of the
S D U W L ExpSriefgesintentoringandits effects. Havingconsideredndproposedothmethods
to theparticipantsguestionnaires/erepreferrednethodchoserby majority of theparticipantsTime
pressuresvererelevantduringdatacollectiondueto the S D U W L \agabilip\&nd§usynatue of
their jobs. The questionnaireprovided more flexibility for the participantsas they were able to
providetheir feedbaclkatthemostconvenientime to them.Moreover thequestionnairealsoproved
to be more effective method offering the participans privacy and honestywhen providing their
perceptionsThe S D U W L mLit&Drésponstsverethoroughandthe quality of the datawasrich.
The datathat | havereceivedprovedto be deepwith someexceedingwell over thousandwords

written feedbackrom eachparticipant.

Furthermoreguestionnairesfferedmoreflexibility for the participantsandreducecdbpportunitieso
lose potential participants.l cooperatedwith and assuredthe participantsthroughoutthe data
collectionstageandaccommodatetheir requestsappropriatelyfor suitability andconvenienceThe
time scalefor the participantgo providetheir responsesvasreasonabl@andmajority werereceived
promptly. The S D U W L Feed@Bawasgdppliedin writing via emails,which againwasthe most
convenienandcontemporaryvay of theirresponsg As permy initial suggestiorto theparticipants,

interviewingwasoneof thetwo methodsof datacollection| felt would be mosteffectivehowever,

375 CarolHeddermanClareGunbyandNicola Shelton, i : K DMamenWant: Thelmportanceof Qualitatve $SSURDFKHV
(2011)11(2)CriminologyandCriminal Justice3-19.
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therewasonly oneparticipantwho felt thataninterviewwasmoresuitableoptionto herpersonally
which | accommodatedffortlesslyataweekendasperthe S D U W L rdg&eBtheiftéfviewwas
carriedout in dialogueusinga pre-plannedguide with questionsfrom which | often deviatedfor
more free-flowing discussionhencethe semistructure.Semistructuredinterviewsprovide anin-
depthdiscussiorto varioustypesof questionsllowing interviewerto carryafree-flowing discussion
in caseheanswemeviatedurther,aswasthecasehere.Theinterviewlastedfor aboutthirty minutes
andthe datareceivedalso provedto be thoroughandrich with nearly onethousandive hundred
words received.Kahle-Piasecki’® also used primarily semistructuredinterviewsto collect data
duringherreseach into mentoringprogrammesn organisationsTheresearcHindingswerehelpful
in improving and transferringknowledgewhich led to greaterjob satisfactionand retentionon
employeesresultingin higherbusinesgroductivity. Someof thosefindings were consistentwith
this V W X f@sUlIt¥,including greaterjob satisfactionand improving and transferringknowledge.
Therefore both methodswereconsideredasappropriataoolsfor my datacollectionproviding true
reflectionof the S D U W L ExpSrisnQegdihientoringsupportduringtheir legal careerprogression.
Datacollectiontools,includingquestionnaireandinterviewsrely uponparticipantdeingtruthful 2’
andwheretheyarenot, validity decreaseslherefore,| developedrustwith all the participantsand
I L U Rdpvesentativedy regular contactand communication.The participantsremain the core
elementsof this study that providesqualitativedatato help to answerthe researchguestion.lt is
thereforejmportantto havethetrustedoondwith the participantsandappreciateéheir willingnessto
sharetheir experiencesvith theresearcheto fill the gapandfurtherdevelopthe knowledgein this
areaof law. The datareceivedfrom the participantss alwayscrucial asthe whole researchrestson
the robustnesof the data and therefore,it is vital to havethe trustedrelationshipbetweenthe

researcheandthe participantin orderto getthework-trustbalancecorrect.

376 _ijsa Kahle-Piasecki,u 0 D N & \@ehtoringRelationship/Nork: Whatis Requiredfor OrganizationaBuccess$[(2011)
12(1)Journalof Applied BusinessandEconomics46-56.

377 AnneliesDe Schrijver, u 6 D P Sudvelyon SensitiveTopics: InvestigatingRespondentsnderstandingand Trustin
AlternativeVersionsof the RandomizedResponsdechniquef[2012)8(1) Journalof ResearchPracticel-17.
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With all the responseseceivedbut beforethe commencemendf the data analysis further contact
was madewith all the participantsvia a follow up email. | havechosento do this with a view to

ensureand updateany potential developmentgelating to the S D U W L kridsiBul \Wighforing
experienced. felt thatit wasnecessaryto ensurehatall the datawasgained especiallythatsomeof

the participantscontinuedwith their mentoringprogrammesluring the earlierdatacollectionstage.
Therefore,l felt that updatingany further developmentsaddedto the robustnessf the dataand
reliability of its content. Also, havingthe opportunityto researctwith the participantsstrengtherthe
trust betweenboth and allowed the participantsto give updatesand offer correctionsand/or new
evidencen our communicationskollowing my final exchangef emailswith the participantshere
wasno furtherrescindingof datarequiredat this stage Onceall responseweretranscribedthetask
of dataanalysiscommencedThe methodl usedto help me with the dataanalysiswasbasedon the
codingtable3’® Codingis away of indexingor categorisinghetextin orderto establisha framework
of thematicddeasabouttheresearcli’° The codingapproachhat| haveadoptedor my dataanalysis
wasdatadrivencoding.This allowedmeto look for conceptr themesn thedataby reviewingthe

participantgesponseto constructa codingschemeéasedn majorthemeghatemergeThis method
requiredinitial andthoroughreadingsof my dataandwriting down the themesthat emergel most
thatl havenoticed By usingcolouredcodedmethod] wasableto highlightthemostcommonthemes
emergingfrom the readingof the data. Theseincluded: confidence motivation, networking, self

developmentcareerprogressionand the multi-mentor model. By estdlishing the main themes
emergingfrom the dataanalysiswhich enabledmeto further organisethe datasothat| wasableto

examineand analy® the themesin a structuredway. Furtherdataanalysisand key findings are

exploredin moredetailin Chapter.

378 Vicky HeapandJaimeWaters Mixed Methodsin Criminology (Abingdon:Routledge2019)
3% GrahamR. Gibbs,AnalyzingQualitativeData (SagePublicationd_td 2012)
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Whilst the preferredools of my datacollectionwerequestionnaireanda semistructurednterview,
other method was also consideredcarefully which included a casestudy. First, the casestudy
approachrepresenta broademualitativephilosophy®® however thereis no universalexplanatiorof
acasestudy,somedescribdt as uD S S UR BtResfositasa p U H V i BVUUARARdrihef, case
studiesarecommonlycriticisedfor lacking generalisability®® andsomescholarsseecasestudiesas
resed) F K sl Meivpoints hypothesisindtheories>®* Havingconsidereall of theaboveincluding
thata casestudyis notwithoutlimitations,resultscannotbegeneraliseédindarguablylacksacademic
credibility. Therefore,l felt thatthis methodwas not suitablefor my type of researchas| believed
that the S D U W L FpesdpiipigweSfe better seenand understoodthrough questionnairesand
interviewsproviding generalinside and understandingf their experienceskurther,| believethat
guestionnaireandinterviewsrevealthereality of womenlives which havenotbeenhighly respected
or takeninto accountin the pastprovidingwomenwith the opportunityto offer their viewsandto be
takenseriouslyand respected® Questionnairesind semistructuredinterviews provide flexibility
andoftenallow themedo emergeasthefeedbackis beingreceivedwhich mayallow furtherfollow-
up to takeplacein thefuture, eitherby furtherinterview or additionalquestion/svhich may ariseas
aresultof the answergeceived Furthermorepncethemesemergeasthefield work progressesan
opportunityfor further feedbackremainsan option if necessaryAs statedearlierin this section,
majority of the participantq95 percent)providedtheir feedbackhroughthe questionnairewvith the

remaining(1 participant)providingtheir feedbackhrougha semistructurednterview.

380 RobertK. Yin, CaseStudyResearchDesignand Methods AppliedSocialResearciMethods(SagePublicationd_td

1994)5.

381 CarlaWillig, IntroducingQualitativeResearciMethodsin PsychologyMcGrawHill 2008)

382 JearHartley, 1 & DSty 5 H V H 20G4KLEssentialGuideto QualitativeMethodsin OrganizationaResearcl323-

333

383 Chih-en Hsieh, Strengthsand Weaknessesf Qualitative Case StudyResearcl{University of LeicesterPublishing
2004)

384 BentFlyvbjerg, 1 Ve Misunderstandingsbout CaseStudy 5 H V H 2066K12(2) Qualitativelnquiry 219-245,

385 Caroline Ramazanogland JanetHolland, FeministMethodology:Challengesand Choices(SagePublicationsLtd

2002)
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3.5 Datacollectiontools: Snowballsampling

Snowballsamplingmay be definedas a techniquefor finding researctsubjectswhereone subject
givestheresearchethe namefor anothersubject,who in turn providesthe nameof athird, andso
on.38 Snowball samplingis consideredas the most commonmethodof samplingin qualitative
researctandmay alsobe consideredo bethe mostappropriatesamplingmethodto usewith aview
of identifying participantswith certainattributesnecessarjor thestudy 28’ Further,BrymanandBell

statedthat the researchemakescontactwith a small group of peoplerelevantto the researchwho
will be askedfor referralsfrom otherpeoplewho havethe samecharacteristiceandcantakepartin

the study38 Often the caseis that referralsmadeby the initial participantsincreasetrustin the
researchewhich provedto be the casein my study.Theinitial selectionprocessvasa challenging
experiencancluding, getting throughto the relevantindividualsin law firms and finding willing

participantsSomelaw firms ignoredmy correspondencandothersoptedoutfrom takingparteither,

by giving areasorfor theirdecisionor not. Following theinitial datacollectionfrom six participants,
| believedthat it was necesaryto consideralternativetools to help with further datacollection.
Having decidedupon snowball sampling,the resultsproved successfuladditional referralswere
madeand further sixteenparticipantscameforward willing to take partin my study.The snowball
samplingis mainly usedwithin a qualitativeresearctstrategy®®® Further,Bryman’®° explainedthat
in somecircumstancessnowballsamplingmay be a betterapproachthan conventionalprobability
samplingespeciallywhen the researcheneedsto focusupon or to reflect relationshipsbetween

people tracing connectionghroughsnowballsampling.Moreover,Baltar and Brunet®: statedthat

38 William P. Vogt, Dictionary of Statisticsand Methodology:A NontechnicalGuide for the Social Science$2™ edn
LondonSage1999)

387 ChaimNoy, u 6 D P SKdawledge:The Hermeneutic®f SnowballSamplingin Qualitative 5 H V H {2068§1L.(4)
Internationallournalof Socid ResearciMethodology327-344.

388 Alan BrymanandEmmaBell, BusinesResearctiMethods(4™ edn Oxford University Press2015)

389 Alan Bryman,SocialResearchivethods(5" edn,Oxford University Pres2016)

3% Alan Bryman,SocialResearchiviethods(5" edn Oxford University Pres2016)

391 FabiolaBaltarandlgnasiBrunet, [$ocialResearct2.0: Virtual SnowballSamplingMethodUsing Facebook)nternet
5 H V H Q20229 (1) EmeraldGroupPublishingLimited 57-74.
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whentrying to contactspecificgroupof people,the bestpersonto emailis the administratorof the
group.Duringthesnowballsampling learntthatsomeaw firms hadno mentoringschemevailable
atall, someothershadthe schemeavailablein the pastbut endedandnot beenmadeavailablesince
and evenwith someotherlaw firms who offered mentoringsupportinformally and indefinitely.
Therefore significantinconsistenciesf mentoringsupportavailability betweerlaw firms havebeen

identifiedwith the causeof theseinconsistenciesemairing unclear.

Furtherconsiderationwastakenwith aview to expandhenumberof participantof my studyandso
self-selection (as describedby Saundersand others®?) which minimises bias provided further
opportunity to raise the numberof potential participantsand social media, like LinkedIn, were
assessed heLinkedIn socialmediais a platformwhich connectgrofessional&ndcanbe usedfor
researclpurpose®’® andpotentiallyoffereda greatscopeof contactsandconnectionsomeof which
wereconsideredut unfortunately,did not produceanywilling participantsor my study.This result
proposedfurther uncertaintyand questionof why lawyersare not freely willing to participatein
mentoringresearchSomepotentialconcernsare arising for the lack of willing participantswhich
may be consideredo be dueto femalelawyers{reassurancef their positionandlongevity or and
overalllackof commitmenty law firms or evenperhapsO D Z \ ladik df fime. Theseraisedconcerns
may be consideredand taken further into potential future research.The snowballingtechniques
provedeffectiveasl havemanagedo successfullyachievefurtherreferralseadingto additionaldata
collection mounting to twentytwo participantsin total. The techniquesused during my data
collectionare appropriatemethodsusedin qualitativeresearcP*which provedto be beneficialto

my study.

392 Mark SaundersAdrian Thornhill and Philip Lewis, ResearchMethodsfor BusinessStudents(7" edn Pearson
Education2016)
393 David E.Gray,Doing Researchin the RealWorld (3" edn SagePublicationd_td 2014)
394 Alan BrymanandEmmaBell, BusinesResearctiMethods(4™ edn Oxford University Press2015)
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3.6  Confidentiality and ethics

Confidentiality of data and the anonymity of researchparticipantsare key areaof concernfor
paticipating law firms. As such, confidentiality was agreedwith all participantsin the initial
communicatiorandit wasfurtherreiteratedn theemailto eachparticipant3®® In addition,duringthe
write-up stage noneof the commentswvereattributedto law firms or participantswithin then?®® as
all participatinglaw firms and participantswere anonymisedin the transcriptsand each were

numberedccordinglyl usedsimplenumberingor theparticipantsl to 22 andlaw firms, LF1 - LF6.

Ethicsare an esentialconsideratiorin researchDefined by Ghauriand Gronhaud®’ asthe moral
principlesand valuesthat influencethe way a researchepr a group of researchersonductstheir
researchactivities, a code of conductor expectedsocietalnorm of behaviou while conducting
researci#*® The appropriatenessf your behaviourin relationto the rights of thosewho becomethe
subjectof your work or areaffectedby it,3%° ethicsprovide a moral compassensuringall work is
carriedoutwith honestyjntegrity and accuracyEthicsdealwith judgementandmoralevaluatiod®

which includespreservinghe anonymityof participantsandtheir respectiveemployers.

Appendix1: Ethicsapprovalletterfrom the SheffieldHallam University.

Appendix4: Ethicalconsenform for the participants

395 Mark SaundersPhilip Lewis andAdrian Thornhill, ResearciMethodsfor BusinessStudentg5™ edn Pearsor2009.
3% pervezGhauriandKjell GronhaugResearciMethodsin Businesstudies(3™ edn PrenticeHill 2005)

397 pervezGhauriandKjell GronhaugResearciMethodsin Businesstudies(3™ edn PrenticeHill 2005)

398 Uma SekararandRogerBougie,ResearciMethodsfor BusinessA Skill Building Approach(5™ edn Wiley 2010.
399 Mark SaundersPhilip Lewis andAdrian Thornhill, ResearciMethodsfor BusinessStudentg5™ edn Pearsor2009.
400 David Partington EssentialSkillsfor ManagemenResearcl{SagePublicationd_td 2002)
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3.7  Summary

With my empirically basedresearchthe qualitativemethodchosenrfor this studyhelpedto achieve
theresearchobjective.Further,havingall femalebasedparticipantsjt wasinevitableto includethe
feminist theorywhich consequentlyunderpinghis study. Qualitativemethodofferedto outline the
S D UW L ieS8<{aQ@dEpEriencesn much greaterdetail of their mentoring supportreceived.
Questionnaireandsemistructurednterview supportedhe data collectiontools choiceandhelped
the participantswith their reflections.In supportof the methodsselectedfor this study, | refer to

previouslycarriedout researctinto mentoringin educationby Leund©* who also usedqualitative
method of researchincluding questionnairesand interviews as researchinstrumentsto collect
necessarylata.Moreover,in supportof my decisionto mainly focusmy researchusingqualitative
methods, refer backto Dreherand Ash (Section2.2).4%2 They carried out researchinto linkages
betweenglobal measuresof mentoring experiencesand genderin managerialand professional
positions.Their vision wasto determinewhethermentoringis differentially associatedvith career
outcanesfor both, men and women, and used questionnaireso help with data collection. The

guestionnaireprovedeffectivein their studyastheparticipantsvereofferedopportunitiego provide
theirviewsin anonymougircumstancedn my study,questionnaesprovidedthe participantswith

anopportunityto outlinetheir viewsin writing which may sometime$e moredifficult to talk about
or discussn aninterview or faceto-face.Furthermoreguestionnaireare helpful in gatheringdata
on experiencesatiitudesandpreferencesf the participants'®® Hence questionnairesvereadopted
in my study which set out to explore the experiencesof female lawyers and their perceptions

following mentoring support. As stated earlier in this chapter, guestionnaireshave also been

401 MeelLeeleung, p & K D U D F oY EffgdtixeWednEokingin Higher Education:Perspectivedf Studentand OHQW R U V |
(University of Leicester2001)

{https://ira.le.ac.uk/bitstream/2381/30975/1/U60112%@dicesse@1 Octoker 2019.

402 GeorgeF. DreherandRonaldA. Ash, A ComparativeStudyof MentoringAmong Men andWomenin Managerial,
ProfessionalandTechnicalPositions(1990) 75(5) Journalof Applied Psychologys39-546.

403 ouis Cohen,LawrenceManionandKeith Morrison, Researciviethodsin Education(6™ edn Routledge2007)
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evidencedasa widely usedmethodin previousmentoringresearctandtherefore| stronglybelieve
that the datareceivedfrom the questionnaireprovedto be effective and most suitablemethodfor

this qualitativeresearch.

This thesisandits outcomewill be availableto all participantsandall the participatinglaw firms in
supporftheir HP S O RfuHHéMdfeerdevelopmenandfurthergrowthof theirmertoringsupport.
Someof the participatinglaw firms werekeento considerthe contentandresultsof my researcho
helpto developandprogressheiremployeedurther.In addition,| feelthatmy researctindingswill
attracta wider interestwithin the legal professionas mentoringis becomingmore popularway of
training and developmentof employeesacrosslaw firms and particularly, female lawyers{
progressionl hopethat my studycanassistaw firms with furthermentoringvision andsupportfor
the future of HP S O R tlevElaptnent] strongly believethat the crucial time hascometo gain,
compileandrevealthe mentoring V F K H Bxpafi§nceso help andmakemy findings availableto
all thelaw firms acrosghe UK, to usein supportof theiremployH Hdéfelopmenandin particulag

to strengtheriemaleprogressiorio the mostseniorlevels.
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Chapter 4 Data Analysis and Key Findings

4.1 Introduction

Femalelawyershaveonly recentlyoutperformedheir male counterpartsand currently comprisea
majority in practicehowever,they still struggleto reachthe sameseniorlevels of the profession
(Sectio 2.9) astheirmalecounterpartsMentoringprovidesthenecessargupportfor femalelawyers
to continueto progresghroughtheranksandthe evidencegainedfrom this researclshowedhatthe
participatingfemalelawyersstrivedfor progressiorirom thejunior levelsof the professionSection

2.9).

The qualitativeapproachakento accomplishthis studyhasdeliveredinsightsinto the participantsy
experiencesf theimpactof mentoringsupportreceivedduring their legal careemprogressionsThe

analysisof theempiricaldatacollectedduringthis researchievealedhefollowing keyfindings first,

lack of consistencyn mentoringsupportacrosghe participatinglaw firms (Section3.3). Secondihe
availabledatarevealedfurther inconsistenciess to what type of mentoring(formal or informal)

actuallyprovidesforemostsupportfor the participatingmenteesin particular,thereis noindication
from the participantsasto which form of mentoringis moresuccessfulThisis likely to bedueto the
factthatonly onetype of mentoringtype would operaten eachlaw firms at onetime andtherefore,
no comparisoravailable.Third, thedatarevealedy the participantsuggestshatmentoringsupport
contributedo theparticipantscareemprogressiorasdiscissedn Sectiond.7. Thesamefindingshave
alsobeenidentifiedacrossotherprofessionsincludingeducatiorn(Section2.7) andbusinesgSection

2.6).

Further finding of this study showedthat mentoring provides supportfor the participantsand

expandingheir confidenceasdiscussedn Section4.8. Confidencegain assistedhe participantsn
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carryingout day-to-day tasksincluding working on their own initiatives, focusingon F O L H&eN V |
and making decisions.Another key finding of this researchincludes increasedopportunitiesof
networkingasdiscussedn Section4.10 Networkingwasidentified asa benefitof mentoringfrom
the S D U W L par&ptignghatfielpedthemwith makingextendedonnectionsleadingto potential
careerprogressioropportunities Networkingwasfoundto offer supportin transferringknowledge
leadingto greaterjob satisfactionand assistingthe participantsin gainingwider connectionswith
more colleaguesfrom different depatmentsand offices (Section4.10. Having wider networks,
motivationgrowth (Sectiond.12) wasalsoestablishediuringthis studyandplayeda significantrole
asaresultof mentoringin the S D U W L Edr&pRrQgréssHhnSomeparticipantfoundmentaing to
be motivating andinspirational,encouraginghemto emulatesuccessfufemalefigures within the
firm andbecomeinvolvedin selfdevelopmenbpportunities.The empirical dataof this studyalso
revealedhatseeingotherfemalelawyersprogressig throughthe rankshelpedjunior participantgo

establisttheir vision of successeadingto furthercareerdevelopments.

Another significant key finding from the dataof this researchrevealedthat the participantswho
experiencednentoringwould haveliked to haveanadditionalsupportof a multi-mentoropportunity
(Section4.4). The S D U W L persdptipiwasiclear that if the multi-mentor model was made
availableto them during mentoringthentheir careerprogressiorcould have potentially increasd
throughthe supportof variousmentors As Burlew*®* suggestedhat mentoringis not a singleevent
in thelife of aworkerbut ratherseveraleventswith differentlevelsof mentoringandthateachlevel
of mentoringrequiresa differenttype of mentorwith different typesof skills andknowledge.The
participantof my studyalsoconfirmedthatthe multi-mentormodelcould providean opportunityto
shareknowledgeleadingto greaterjob satisfactionand further careerprogressionNonetheless,

empirical dataof my researchurther revealedthat the multi-mentormodel may needto be well

404 arry D. Burlew, p 0 X ®iaMthr Model: A Conceptual) U D P H Z(RA9N1¥ (3) Journalof CareerDevelopment
213221.
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balancedThis is becausef havingtoo many mentors,the supportcould potentially get confusing
and contradicting.As what one mentor seesan adequateor an appropriate,the other may not.
Thereforetoo manymentorscould potentiallyoffer confusingadviceto menteesencethebalance
of the supportmaybeconsideredaarefullyby law firms. Themulti-mentormodelis potentiallymore
difficult to put into practicein smadler firms, particularly given the limited numberof potential
mentorswithin the mentoringpool comparedo the largerlaw firms who may be betterplacedto
offer crossdepartmentabr evenan inter-office support.Nonethelesssomeof the participantsfelt
thatthe multi-mentormodelwould offer the chanceo developstrongemetworks,especiallyfor the

morejunior lawyerswith somuchyetto learn,achieveandprogress.

Furtherfinding of this studyrevealedthat mentoringsupportacrossall the participatinglaw firms
lack monitoringof the mentoringprogrammesMonitoring of any ongoingdevelopmentaprocesss
crucial to help with identifying and recognizingany parts of the processthat may require an
improvemenbr evenachangedf necessaryin theabsencef monitoringschemest is challenging
to focuson futureimprovemens of the supportif thereis no dataavailableto showhow successful

the processvas or howthe processvasconducted

The final key finding of my researctrevealedthat mentoringsupportin law firms remainsunder
researchedind gaining accessto the potential participantsshowed difficult. This includes first,
connectingwith law firms andfinding the right person/srespnsiblefor the mentoringsupportie
seniomartner/r HumanResource$HR) andsecondthroughwilling participantsincludingfemale
lawyers,manyof whommaybereluctanto participatan anempiricalresearclof mentoring(Section

3.3). At thisstage, thereis nodataavailableregardinghereason®f potential S D U W L FeluStan@Q/W V
to takepartin thistypeof researchhowever if furtherresearclof mentoringwasto takeplacein the
future,thenthis may be anaspecbf consideratiorandfurther explorationby requestingaresponse

from the participantsvho decidenotto participateandto explainwhy.
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To achievethe objectiveof this studyandexplore S D U W L pér&eptQnaivtifie effectivenesof
mentoringsupporton the progressiorof the S D U W L Edr&esfvénty-fivo femalelawyerstook
partin my researctby providingempiricaldatabasedon their personakxperienceasmenteesilt is
importantto note that this researchs not doctrinalandis basedpurely on the perceptionsof the
participantsof this studytherefore,the datacannotbe generalisedAt thetime of the datacollection,
all of the participantswere practicinglawyersand existingemployeef six law firms from across
the United Kingdom. All of the participantsagreedto be involved in my researchy answeringa
guestionnaireor taking part in an interview. The participantsfwork positionsincluded three
paralegalsfive traineesolicitors,twelvesolicitorsandtwo seniorsolicitors(seeTablel.1). To clarify
themeaningof thevocabularyusedn my thesiswhichmayvarydependingnthelaw firm, a genior
solicitor, foften a partnerin a law firm, is higherrankedthan a solicitor and generallya more
experiencedawyer andpotentiallyalsoresponsibldor generatinghe | L U Pefy&hue Again, some
law firms may referto a geniorassociat§®® which reflectsthe level of experienceandseniorityin
practice Furthermorea golicitor §°¢is alawyerwho hasbeenadmittedasasolicitor by the Solicitors
RegulationAuthority (SRA) and whose name appearson the roll of solicitors. Somelaw firms
however chooseo usethetitle 'associaté?’ insteadand,asconfirmedby the SRA, anassociatés as

alawyeremployedby alaw firm andin chargeof handlinga case*®

405 3ally Kane, P * X LiGla ) L U Pridéis andthe Career/ D G G(H3\WA\figust2019)
<https://www.thebalancecareers.com/lejgéls-parti-lawyer-careers2164537>accesse@6 Septembep019.
406 The Law Society, i/ H J'D00R V (2D 1B) Fhttps://www.lawsociety.orgk/for-the-public/legatglossary/#S>
accesse@2 October2019.

407 SolicitorsRegulationAuthority, p/H JBr@on ([ S O D L(E#S&pmbeR015)
<http://www.sra.org.uk/consumers/usiaglicitor/legatjargonexplained.pageaccessed October2019.

408 Solicitors RegulationAuthority, 1/ H JBr@on ([ S O D L(E%S&pmbeR015)
ghttps://www.sra.org.uk/consumers/fingeinstructsolicitor/legatjargonexplaine/k accesse® October2019
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Tablel-1

PARALEGAL | TRAINEE SOLICITOR | SENIOR
SOLICITOR SOLICITOR

LAW FIRM 1 (LF1) 1 1 9 2
LAW FIRM 2 (LF2) 1
LAW FIRM 3 (LF3) 1 2
LAW FIRM 4 (LF4) 1
LAW FIRM 5 (LF5) 1 2
LAW FIRM 6 (LF6) 1

In addition, the further positionof a fraineesolicitor §°° hasbeendefinedby the SRA asa person
completingtheirtrainingrequirement# alaw firm beforeapplyingto becomeasolicitor. Formany,
the commencemerntf their legal careefjourneymay startasa paralegaffi'® which meanghatthey
would generallyassistawyersin their every-daywork. Paralegalsindertakesomeof the samework
as lawyershowever,they do not provide adviceto consumerf legal services.Consequentlya
paralegditis a personwho is trainedin subsidiarylegal mattershowever,they are not as fully

gualifiedasa lawyer. Thereforejt hasbeenestablishedhatthe numberof participantan my study
andthevariedlevelsof their experienceprovidedarangeof perspectivesvithin thequalitativedata

of my research.

Furthermorethe participantswereinvolvedin two typesof mentoring,formal andinformal, which
havebeendiscussedn detailin Sections2.3 and2.4. Moreover,74 per centof the participants(16

participants)vithin my studywereinvolvedin aformal type of mentoringandthe remaining26 per

409 5olicitorsRegulationAuthority, p/H JBrg@on ([ S O D L(Z%SéhmbeP015)
ghttps://www.sra.org.uk/consumers/fingeinstruct-solicitor/legatjargonexplained¢ accesse® October2019.
410 TheLaw Society, p / H FbofessionalstWho Does: KD W |
<https://www.lawsociety.org.uk/fethe-public/legatprofessionalsvho-doeswhat/#l>accesse@2 October2019.
411 NationalAssociationof LicensedParalegalsp : K Ds\WWQualified 3aDUDOHJDO
<https://www.nationalparalegals.co.uk/what_is_a_paralegetesse@2 October2019.
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centof theparticipantq6 participantsencounteredninformal typeof mentoringsupportHowever,
thestyleadoptedor theformal mentoringwasperceivedy theparticipantsasbeingratherinformal.
This involved mentoringmeetinggsaking placeasandwhenwasnecessaryvith no written records
beingkept for the purposesf monitoring of the scheme Oncethe formal mentoringprogrammse
endedthe participantscontinuedto receiveinformal mentoringsupportindefinitely. Thereforeasa
result,all the participantswithin my studyexperiencednformal mentoringsupportat somestageof

their careers.

Moreover, this chapterexploresthe participaQ WakcHuntsof their reasonsfor commencingthe
mentoringprogrammeskurtherconsideratiorof their perceptionf relevantlinks betweenaccess

to mentoring support and career advancementis consideredcarefully and supportedby the

S D U W L la@nizQaMNdlysis of the qualitative responsesnd recognitionof relevantthemes
demonstrategerceivedmpactthatmentoringhashadon the participantsof my study.Thereis also
discussiorof theimportanceof networkingandits links to mentoringanda particularfocuson having
afemalementorasarole modelandits inspirationalandmotivating factorstothe SD U W L Edr&D QW V |
progressionl will thenconcludeby summarizingall thekey findings of my researctbeforemoving

to thediscussiorChapterb.

4.2 Reasondor S D U W L FebrSre@Qoamefibf mentoringprogramme

Whendiscussinghe effectsof mentoringon womenlawyers,it is importantto considerthe initial
reasonsfor their commencemendf mentoring. Mentoring facilitates good opportunitie$? for
professionatlevelopmenandcareeprogressionvhethetheprogrammas of aformalor aninformal

nature.Themajority of the participantsof my studyfelt thatif an L Q G L Y WG d:§ekacareer

41270e Amar, U + Rtd Becomea Professional0 H Q WikeG§ardian(2012)
<https://www.thequardian.com/careers/cardsog/becomeprofessionaimentop accesse@1 October2019
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advancementthen having a mentor can offer further help and supportto achievethat goal more

quickly. Someof their statementareincludedlaterin this Section.

Section4.5 outlined varioustypesof mentoringwhich havebeenfound by the participantsto be
positive. Further,as establishedn Chapter2, mentoringmustbe led by a menteé*®andnot by an
organisation Apart from the fact that all of the participantshave beenmenteesduring their legal
careersalsq afurther14 percentof them(3 participantsywverementorsaswell in their organisations.
Thoseparticipantsfchoiceto becomea mentorwas madevoluntarily. For example participant22
(LF6) statedthat i« becausef the beneficialimpacta mentorhadon meandmy careerl now aim
to provide that type of supportand guidanceto othersto assist W K Hifhe flatashowedthat the
S D U W L persaptioninstipportingothersthrough mentoringprovided an essentiakexperience
from their earliermentorship Often the supportis linked to the P H Q WpReldodi§experienceasa

menteehencetheir needto passon their knowledgeandassistancéo continuethe support.

Participant20 (LF2) affirmed this statementsuggestinghat enteringthe legal professioncan be
significantly dauntingand challengingwith high expectationsShe stated: ju did this (becamea
mento) sol couldsupporthoseenteringtheprofessionasl knowfirst-handhowdifficult itcan EH
This statementonfirmsthatthoseenteringthe legal professiorarefacedwith challengesgettingto
know the firm, colleaguesandthe job itself which is likely to addfurther pressure$o a new job.
Moreover,the participantl3 (LF5) further addedtha shewas looking to mentorjunior colleagues
following the supportthat shereceivedfrom her mentorduring her earlierlegal careerprogression:
jktamnow a buddymentorfor morejunior colleaguesvho, like | did, wantto getatrainingcontract
andl amtrying to helpthemachievethis, asmy mentorbuddydid for P H Tfiis responsendicated

howmentoringscheme maycreateanupwardspiralof developmentvith menteebecomingnentors

413 Everwise, | : K MentoringShouldBe Protégé/ H D @7April 2017)
<https://www.geteverwise.com/mentoring/winentoringshouldbe-protegeled/>accesse® October2019.
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to continuethe provisionof supportfor morejunior employeeslevelopng theirlegal careersn law

firms.

The analysisof the data suggestedhat mentoring offers careeradvice and support.All of the
participantsfrom my study becamementeeseither through a compulsory schemeat work or
voluntaily. It could be arguedthatthe compulsorymentoringschemas oftenseenasa formal type
of mentoring whereas,voluntary mentoring takes more of an informal style. The compulsory
mentoringshouldseea distinctionfrom line managementhat may overlapthe internalsupportand
trainingasmentoringmustbeled by a menteeandnot by an organisationAll the participantshada
mentorwho waseithera colleagugrom the samedepartmenbr an externalcolleaguefrom another
departmenbut the samefirm. Both catgories compulsoryandvoluntarymentoring,will befurther
discussedn Section4.5andsupportedhy the S D U W L BtatSrdeQtavidrgover,14 per centof the
participants (3 participants) provided their individual justifications for joining the mentorng
programmewhich togethersuggestedheir willingnessto learn and their needfor progression

Participantl (LF1) stated:

| joined the mentoring S U R J U D P P éhe Mot After starting employmentwith the
I L U P am very ambitiousand having undertakerparalegaloles prior to commencingny
trainingcontract, dofeelslightly behindmy peersl wishto ensurghatl ammakingthebest
impressiomossibleduringtheseearly monthsof employmentwhilst alsoensuringthatl am
anasseto thefirm. | recognisethat| still haveweaknesseandwish to developmyselfinto

agoodsolicitor.

This participantrecognsed herweaknesseandshowedeagernest developherselffurtherthrough
thementoringsupportwhich shestartedreasonablyarlyonin heremploymentlt is crucialthatthe

menteaecognisesierweaknesseandleadsthelearninganddevelopment.Similarly, thefollowing
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participantfelt that the mentoring support would provide a good opportunity for her further
progressiorand more specifically, help herto focuson a niche areaof law for specializationShe
stated justartedhementoringS U R J U D éPitsednec goodopportunityto startthinking about
moving away from junior tasksand beginningto concentrateon makinga niche for myself and/or

working on my contactanetwork f[Participant2 LF1).

Another participantfelt the needto focuson her careerdevelopmenivheninvolved in mentoring
programmendconsidered/ariousoptionsin law, includingthe necessargtepshatshewould need

to takebeforemakinga final decisionon anareaof law for herfuture specialism Shestated:

| commencedhementoring S U R J U D Pj@¢dto discusduture optionsfor myself.l am
comingto the endof my training contractandl neededadviceon optionsand| believedthis
would beagreattime to join a programmevherebya moreexperiencedndividual is ableto
offer meadviceandtalk to their journeyto getto wheretheyare.l washopingthatit would
allow meto makea decisionon whatthe nextstepwould befor me andthe prosandconsof

the optionsl wasconsideringn termsof areasof law to practicein etc. Participant4 (LF3).

This S D U W L peréeptionsetvecclear when shedecidedto join the mentoringprogrammein
orderto helpherfind theright practiceareaof law for her. The mentorshipfferedthe morein-depth
supporfor thefinal stage®f thetrainingcontractwhichis animportantstepmovingontospecialised
areaof practice Fromthe S D U W L pér&ptiQridgievidentthatmentoringsupportcanoffer both,

generaldviceaswell asmorespecialigd supportto thetraineesolicitors.
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4.3 Buddyscheme

Mentoringoffersadvancemerit careerdevelopmenby providingopportunitiefor menteeso learn
new perspectivesfrom someone more experienced,advance their career progression by
acknowledgig their strengthsand weaknesseand often gain personalsatisfactionby facilitating
currentgrowthanddevelopmentMoreover,participanté from LF3 statedthatshewould like to see
hermentorasabuddywhereshecoulddiscusghingsoutsideof work. Furthermorepneofmy VW X G\ [V
participatingfirms hasadoptedhetitle of puddyfwhich hasbeenfurtherexplainedby Participant7

(LF1) asfollows:

My informal mentoringprogrammebeganwhenl joinedthefirm andl wasallocatedabuddy.
A buddyis amemberof your teamwho is assignedo assistyou into your transitioninto life
atthefirm. The mentoringprogrammehashelpedto developmy careerby giving meapoint
of contactfor anyqueriesthis meanghatl canlearnonthejob andaskanyquestionsasl go
alongwithout the needask questionan a more formal manner.The mentoringprogramme
alsoallows the mentorto passon their knowledgeandany advicethey might haveto assist

mein my work andthis alsoaidsdevelopment.

A buddyis in otherwordsa mentorwho is assignedo assista menteeor anewmemberof staffinto
their transitioninto life atthefirm. With the supportof the buddy/ the mentor,the mentedearnsthe
job to helpwith their careerdevelopmenby receivingany hints,tips andmoreadvanceknowledge

from their buddy/ mentor.

A further participantconfirmed that the buddy systemat her law firm is a compulsorysystem
introducedo all newrecruitsto helpandsuppornewemployeesThepersorsupportingor mentoring

the new recruit is someoneof a higher rank and generally comesfrom the samedepartment.
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Participantll (LF1) revealed that The buddysystems compulsoryUponbeinghiredwith thefirm
you areassigneda buddywhois your 3 J RV RFf enquiriesandhasthejob of assistingyou to settle

into your newrole. Your buddyis generallysomeoneavithinyour GHSDUWPHQW

The participatinglaw firm 1 with the buddy scheme(mentoringscheme)in place supportednew
employeesn adjustingto theirresponsibilitiegrom theinitial stage®f theiremploymentlt is further
evidentthatthis buddysystenrolled into a mentoringsystemthroughaninformal practiceof buddy
or mentorsupport.Furthermore) referto statementsnadeby participant7 from LF1 of my study
who confirmedthatthereis no suchdistinctionin actualpracticeandthatmentoringis a continuation
of the provisionof ongoingtrainingandsupport.Othea participantdrom anothedaw firm linked the
buddy schemeto mentorshipas it helped and supportedtheir further legal careerprogression.

Participantl 3 (LF5) stated:

| participatedin the buddy schemeatfter | reachedthe final stageof the training contract
application processand was unsuccessfull wanted a mentor and someonewho had
successfullypeenthroughthe procesgo help me obtainatraining contract,give metips and

advice,to helpmeachieze my goalof becominga Solicitor.

Thebuddy/ mentoringschemeavailableat the participatinglaw firms offeredfurther opportunities
of supportto morejunior peersincludingtraineesolicitors Participantl6 (LF1) confirmed: As part
of beingatraineesolicitor, | waspairedwith a partner P H Q W Rd&nfpiricaldataprovidedby the
participantsconfirms an ongoing mentoringsupportfrom the early stagesof the legal profession.
Thoseparticipatingrevealedthat the mentoringsupporthelpswith thar early careerchoicesand

developmentvhich arecrucialto their future specializatiorandlegal practice.
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Furthermoreit is evidentfrom the following two statementsf my participantghatmentoringaided
careerprogressiorby promoting self-developmentand good work practice Participantl2 (LF1)

joinedmentoringprogrammeyl 7 &d careemprogressioratthetime, promoteself-reflectionandlearn
from R W Kideéstpvaftice JParticipant21 (LF1) furtheraddedthatshewishedto progresshercareer
and join mentoringprogrammefor guidanceand supportwith her training contract.As a trainee
solicitor, the careerdevelopments an ongoingfasttrack progressivgourneybeforequalifying and
therefore,traineesrequire additionallevel of guidance and advice to help with the rapid career

progression.

4.4 Multi -mentormodel

Thefollowing findingsfrom the analysisof the S D U W L lpér&ptiQn&stablishedhe importance
of the multi-mentorsupportin legal practice.Section2.7.1 discussedhe multi-mentormodeland
highlightedlack of empirical evidencein this areaof law during the literaturereview. The multi-

mentormodel hasbeenhighlightedby 23 per centof the participantsof my study (5 participants)
suggestingts importancein thefemale V R O L Ear@éRrogyegsionlt hasbeeninitially highlighted
by participant8 (LF1) whostatedhat,if possibleshewould haveliked to havemorethanonementor
to provideherwith asshecalled pwonderfulnetworkposition.fShe confirmedthatthe multi-mentor
modelwasnot availableat thetime of my researchhowever shesuggestedhatthis would beavery

beneficialandsuperiorsupportfor anyonewilling to progressheir careers.

Moreover, participant12 (LF1) confirmed that a multi-mentor model would provide additional
supportasit is likely thatdifferent mentorswould havedifferentguidanceto offer. Therefore this
S D U W L pér&ept@naofifvmsthat havingmorethanone mentoris likely to providethe mentee

with amoreroundedandvariedprogrammeof support.Shefurtherexplainedhat:
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« one mentorcould be a parent,the other may not be, one mentor may have chosena
particularor careerpathwhich is relevantto you (for examplein the legal professionmay
have gonewith a nontraditionalrouteto qualificationasa solicitor). Having mentorsfrom
differentpracticeareasnayalsoprovideadditionalsupportasa personfrom outsideof your
practiceareaor departmeninayhaveafreshapproactor differentadviceto offer onacertain

topic or objective.

Furthermoredifferent mentorsoffer diverseviews that can provide contrastingapproachegiving

menteesvider opportunitiesof adviceandsupport.

This particularprospecbf multiple mentorshasnotbeenwidely consideredn law firms asdiscussed
in Section2.7.1 and it may be seenas a valued opportunity offering even better supportin the
workplacein termsof facilitating accesgo wider networks. The multi-mentormodelcanencourage
careerdevelopmentbasedon the premise that mentoringis not a single eventin the life of an
employeebut rather comprisesseveraleventswith different levels of mentoring*** The quote of
Burlew suggestshatdiff erentstagesof mentoringpotentiallyrequirea differenttype of mentorwith
differenttypesof skills andknowledgewhichin returnoffers multi-skills support.The perceptiorof
the participantshowever,do not acknowledgedifferent stagesof mentoringjust simply having
differentmentorsduring mentoringwho may providevariousanddiversesupportduring their legal
careersThereis no evidenceconfirmingdifferentstage®f mentoring simply suggestionghatmulti-

mentorsupportcould potentiallyoffer differentadvicefrom varioustypesof mentors

The S D U W L pér&pt@a/gupfiortthe multi-mentormodelsuggestinghatit providesa valuable

opportunityto help femalelawyers F D U HaEManédmentParticipantl3 (LF1) addedthat having

44 Larry D. Burlew, p 0 X O WMénBoeMaedel: A Conceptual) U D P H Z(RI9IN1T (3) JournalCareeDevelopmen13
221.

137



morethan onementorcouldhelpasshewould gainotherperspectivesf thebusines@ndhaveaccess
to arangeof adviceon how to obtaininformationregardingdifferentaspect®f the businesandher
careerFurthertwo participantg1 and7) from LF1 similarly foundthatthe multi-mentorsupportcan
be usefulfor their careerprogressionParticipantl statedthat differentpartnersmanagemenand
colleaguesanhelpto mold you into a truly standout lawyer by giving guidanceand constructive
criticism. Also, havingdifferent S H R Sopimidhsasto howto diversify andstandoutfrom thecrowd
could be very helpful to a junior lawyer and a mentee WMoreover, participant7 revealedthat the
multi-mentorapproachwould provide a beneficial supportespeciallyin circumstancesvhere an

alternativementorhada betterunderstandingf a particularareathatsheneededssistancevith.

Moreover, participant2 (LF1) confirmedthesefindings by disclosingthat shetakesadvice from
numerousmentorswho are from different department@nd seniorcolleagueswithin her firm. She
further statedthat having accesgo the multi-mentorsupportprovides addedbenefitsto her legal
careerprogressiorby generatinga p F U RopiGidhon bestpracticeandenablingherto takea more
roundedview on differentissuesShefurtherfoundthatshewasableto discusshernextcareersteps
aswell aswideningthe numberof hersponsorgor herfuture careemprogressionThis empiricaldata
illustratesthe diversesupportof mentoringofferedto this participantwho felt thatthe multi-mentor
supporthasplayedanimportantaspecin her careemrogressionPaticipant2 furtherrevealedhat
the multi-mentormodelsupportavailableat herlaw firm wasknownas p Wtikisd F D E L@ttt
thementeesvherevariousopinionsweresharedgnablingmentee$o choosdrom arangeof advice.
Perhapghis wasaninformal way of referringto the multi-mentorsupportin this particularlaw firm

andno furtherconfirmationof why thisis referredto as'thetrustcabinethasbeensuggested.

When discussingthe advantagesof the multi-mentor model it is also fair to consder any
disadvantagesf thesupportFirst,somepotentialchallengesvith theavailability of themulti-mentor

modelin law firms maybe dueto lack of potentialmentorsor their accessibility particularlyin law
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firms of asmallersize Secondmentos may be unwilling to participatein the schemeandprovide
their supportvoluntarily. A third issuemay be linked to the P H Q WpRySisafability to sparetheir
time asperchallengingargetsor deadlinesThebalances oftenmoredifficult to controlwhenthere
is lack of relevantpersonne(suchasmentors) The analysissuggests potentialmeritin law firms
offering aninformal ratherthanformal type of mentoring.Thelargerlaw firms arelikely to bemore
capableof offering eitherform of mentoing support,including formal or informal, thanthe smaller
law firms. Thisis likely to bedueto theavailability of the mentorsandsystemsperatingonalarger

scale oftenthroughexternalresourcesncluding HumanResource$HR).

Further,the findingsof my researchhavehighlightedsomemixed responsesver the multi-mentor
model.ParticipanZ (LF1) revealedhatshehadonly onementorto ensurdehattherewasa consistent
approachn the mentoringsupportthat shewas receiving.Nonethelessshe further statedthat she
could seewhy a multi-mentorapproactwould alsobe beneficial,for exampleif the original mentor
wasout of the office or if a differentmentorhada betterunderstandingf an area that sheneeded
helpwith. Participantl (LF1) alsoprovidedsimilar feedbackvith regardgdo the multi-mentormodel
and statedthat shefelt uncertainasto whethermultiple mentorswould add further benefitsto her
careerprogressiorassometimesthe processanbecomeconfusingif morementorswereinvolved.
However shefurtheraddedhatthe multi-mentormodelcanbeusefulfor receivingvariousopinions
duringcareemprogressionThis S D U W L pér&ptiQrika§tiiatshewould not suggesthatanymore
thanthreeto five mentas pereachmenteevould benefitanyonehowever shebelievedthatmentees
canlearnalot from all colleaguesThisreconfirmsmy earlierfindingswhich revealedhatthe multi-
mentormodelis likely to addfurther benefitsto menteesareerdevelopmentdy offering diverse
support. The final point madeby participant2 (LF1) further highlightedthe time pressuredor
potentialmentorandthefact thatif theyhadnumerousnenteedo supportthe mentorsshouldbein
apositionto provideequalamountof time andsupportfor eachmenteeThisissueis likely to creates

further problemsfor smallerlaw firms wherethe numberof mentorsis limited andtherefore their
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availability reduced Having identified advantagesnddisadvantagesf the multi-mentormodel, it
is clearthat havingaccesgo a variety of mentorswasbeneficialandwelcomedby the participants

with someaspect®f time andavailability to be considered.

4.5  Typesof mentoring

With anykind of mentoringwhetherformal or informal, compulsoryor voluntary,ongoingor for a
fixed periodof time, the majority of the participantsof my studyindicatedthatmentoringhashada
beneficialimpact on their careerdevelopmentand progression (Section4.7). 73 per cent of my
participantg16 participants)verepartof aformal type of mentoringwith theremaining27 percent
(6 participants)who experiencednformal mentoringsupport.The majority of the formal mentoring
relationshipsbe@ameinformal and continuedon an ongoing basis. This basically meantthat the
mentorwho was providing the formal type of mentoringsupportremainedavailableto the mentee
after the time lapsedand the formal mentoringended.The mentorwas still happyto continueto

supportthe menteean suchaway, aswasneeded.

Furthermore,the findings of my researchalso indicated that some of the formal mentoring
programmesavebeenfacilitatedwith HR supportotherwerecontrolledby mentoringrepresentative
or apartnerof thefirm. However,HR wasonly involvedin theinitial establishmendf thementoring
webpageand recording the datesof the mentoring meetingswith no further monitoring of the
programme.This includedlack of recordkeepingof any mentoringtraining received,any issues
raisedby the menteeswith regardsto their needsand developmentequirementsany substantial
informationaboutthe supportofferedor given by mentorsor any further aspectselevantrequiring
follow up exercisancludingfuture meetingsThis indicatedthatthe formal mentoringoperate with
the initial formal set up of the programmebut an informal practice followed thereafterby the

organisationlt was further reportedby the participantsthat, despiteformal mentoringprocesses
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operatingatthetime, supportwasratherinformal. | will nowdiscusghe S D U W L Fie&sDfGheirV

mentoringsupportreceived Participantl (LF1), a menteeof aformal mentoringsystenrevealed:

My mentoringprogrammaes quite informal. The managingassociates my mentorandwe
meetasandwhenis neF H V V [Dudte the informal nature,neithermyself not my mentor
kept a written recordof each P H H W LOQrJHKR departmenis involved in that they took
chargeof the mentoringwebpageMentorswere askedto updatethe pageasandwhenwe

metto ensuregha we weremeetingregularly.

Participant2 (LF1) further explainedthat their mentoringsystemonly recordedthe datesthat the
meetinggook place Furthermorethemeetingsvereonaninformalnatureheldin the S D U Woffidé U T V
overacupof teaor in a caféor a public houseasechoedoy the participant6 (LF3). The mentoring
sessiongemainedvery relaxedandinformal with no written recordsof the meetings Participants
(LF3) further confirmedthattherewassupportingdocumentatiornn placeat the startof the process
however no furtherwritten recordshadbeentakenduring hermentoringprogrammeFollowing the

S D U W L Fde@adcRwhviggardsto the lack of monitoring, it is also evidentthat therewereno
specificarrangementfr thementorhg meetingsastheyremainedrregularbasedneachindividual

P H Q WhekddgWe mentoringmeetingdook placewhenit wasnecessargndsuchhelpandsupport
was neededby the menteewhich suggestghat the supportwas availablewith lack of monitoring

thereafter.

Participant3 (LF3) confirmedin herstatement:u, fefraid | do not haveanywritten records #l just
havea conversatiorwith my mentoreveryfew P R Q WIKeenfpiricaldatafrom the participants’
perceptionsuggestethatthe mentoringsupportwhetherformal or informal type,remainecdhatural

in its nature offering menteesn easygoing approactandrelaxedatmosphererl his madethemfeel

ateaseandboth partiescarrieddiscussion®penly.Majority of the participantsexplainedhow their
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formal or informal mentoringsupportwasongoingwith norealenddate.Havingrevealecearlierthat
mentoringcancontinueindefinitely #1° the mentorshipbecamea cycle wherethe menteesventually
becamea mentorin someoccasionsHence, the informal continuity of the supportled to sufficient
resultsof practicalsupportwhich in turn becamea developmenbf a virtuouscircle with mentees

becomingmentorsto continuethe supportfor the morejunior employeesommencingheir careers.

4.6 0 H Q Wdésirgdhutcomedrom participationin a mentoringprogramme

Mentoringcanhavevariousperceivedeffectson menteeslependingon how far theywish to takeup
opportunitieanddevelopthemselved-romdevelopingaspirationgo achievingascertainableesults,
it is the menteewho would normally lead the mentoringprocessand direct the mentoringjourney
where,andasfar, astheywish to takeit. Hence,my studyaskedeachparticipantspecifically,what
led themto the commencemendf the mentoringprogrammeandwhatwastheir desiredoutcomeof
the mentoringsupport(Appendix 3). The participantsprovided their response®utlining various
reasondehindtheir desireto be menteesFurther,41 percentof the participantg9 participants)f
my studyagreedhatthe mostdesiredoutcomewasnetworkingincluding deerminationto develop
relationshipswith seniorstaff andseektheir adviceduring variousstagesof the careemrogression.
Therefore networking*® asa procesof exchangeof informationandideasamongindividualsthat
sharea commoninterestprovedin my studyto bethe mostdesiredoutcomeof mentoringduringthe
S D U W L Farsdppograssion.The participarts felt that obtaining advice from a more senior
colleagueprovideda guide for the similar journeythat they weretaking at the time. Participant8
(LF1) revealed: i« QHW Z&&JINPS RUW D Q WQ 8 H R §IG H H « Os-houtacoringxtion,

L Velfodtsomemereally wantingto helpsomeoneHO VH

415 Anthony Aparicio, 1 % X V R@RHAWéMoringandLeadershiDevelopmeninthe :RUNSODFH
<https://study.com/academy/lesson/histofymentoing.html>accesse® October2019.

416 HarvePanettoRicardoJardimGoncalvesandArturo Molina, p ( Q W H ldt8duatiohehdNetworking: Theoryand
3 U D F {®a1#)B6Y2) Annual Reviewsin Control284-290.
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This Additional statementllustratesthe mentee'slesireto havea mentorduring the legal careerto
provide her with the requiredsupportduring the training processand ongoing careerassistance.

Participantl 3 (LF5) stated:

| wanteda mentorand someonevho had successfullypeenthroughthe procesgo help me
obtainatraining contract,give metips andadvice,to helpmeachievemy goal of becoming
a 6 R O L F Mwniehtedintroducedmeto seniorpartnersn thefirm, gavemeadviceonother
thingsto getinvolvedwith within thefirm to raisemy profile suchasjoining the netballteam
andthe Charity Committeeas well as carrying out a mock interview with me, to help me
practicemy interviewtechniqueandperfectmy answersn preparatiorfor my seconcattempt
atgettingatraining F R Q W uhiakudtleadvicefrom aseniorpersonwithin thefirm in order

to progressny F D U Hdgi¥&dme advicethroughoutmy career.

Networking offers a unique opportunity for menteesto connectwith more senior staff mentors,
includingindividualsfrom differentdepartmentsThe S D U W L pdr&ptiQrvi Mefworkingshowed
thathavinga mentoroffers opportunitieso meetotherpeoplemuchquickerwhere connectionsare

made through the mentor who introducesthe menteeto otherswho may be basedin another
departmentor even anotheroffice. Networking has the ability to provide opportunitiesto meet
differentpeoplefrom diversebackgroundsvhich oftenbeginswith asinglepointof commoninterest,
like havingamentor.Participant4 (LF3) explainedhat |« V S H D té kadh&onevho hasexperience
in differentareasof law on whatit is like to moveto anotherareaor another| L U Peffendingon

individual, networkingconnectspeoplewho may help one anotherwith personaland professional

aspect®of careemprogression.
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With owndesiredor havingamentor,eachparticipantwasableto gainhelpandsupportfrom various
aspectof careerdevelopmentby requiredcontactwith the mentoror mentors somefrom different.
ParticipanB (LF1) waskeento obtainadviceonvariousareaf herprofessiorfrom someon@utside
of theimmediatedepartmentvho wasbeableto providea differentinsightto thosewho sheworked

with onadayto daybasis Thefollowing areasncluded:

Businesslevelopment
Peoplemanagement
Presentatioskills

Clarify outcomesissuesandgoals

Generakareerdevelopmenandprogression.

Havingthe ability andoptionsto interactandcommunicatevith variousseniorstaff from acrosshe
firm provedto be a valuable experiencefor the menteeswho participatedin my researchand
consequentlygainedbenefitsfrom crossdepartmentabperation.The practical experienceaided

P H Q WdeMdldpfnentvith effectiveandhelpful assistancéom mentorsinvolved.

The seconddesiredoutcomefrom havingmentoringsupportwasto gain careerprogression32 per
centof the participantq7 participants)f my studywereconsciouf their careemositionandeager
to progresgurther.Someparticipantdelt thatmentoringhasdefinitely assistedhemin termsof their
careerdevelopmentand othersalso found mentoringto be beneficialfrom a personalperspective.
Participantl2 (LF1) statedthat: (mentoring) 1 «enabledme to progresamy career at the firm and
make a worthwhile contribution to the business,also to maximise opportunities for self
development{This S D U W L FekEbe@dacvfirmed that having mentoring opportunitiesto
progressher career shewasalsoableto contributefurtherto the businesstself by maximizingher

opportunities With menteegrogressiorand an overall developmenand businesgocus, the firms
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arelikely to progresdurther by havingmore capablestaff and consequentlya strongermworkforce.
Moreover,patticipant18 (LF1) revealedhat: In my view the (mentoring)programmeachievedts
purposeand helped my careerprogressionin a very practical way. Through mentoring, this
participantvasableto progres$ercareetin avery practicalway andby havingtakenmentorsadvice,

hersupportofferedhandson experiencalevelopinghercareerfurther.

Participant21 (LF1) who wasa traineeat the commencemendf her mentoringprogrammestated
thatthroughmentoringshewasableto developandimprove her appication. The mentorprovided
helpful tips andpointerson how to completethe traineeapplicationprocessandgenerallygiven her
adviceon how to improve her chancedor being successfulShefound the mentoringprogramme
verybeneficialto herlegalcareer progressionespeciallyduringtheapplicationprocesskFurthermore,
participant22 (LF1) revealedhattheinsightgainedfrom havinga mentorhasundoubtedlyassisted
her careemrogressionin turn shedealtwith issuesmore constructivelyandfelt more emotionally
supportedThis S D U W L Feed@Boanehdhatthe mentoringsupportprovidesnot only support
at work but also, personaland emotional. The emotionalsupportmay be significantto a mentee
especiallyduringdifferentstage®f theirlegal careersFurther the closenessf therelationshipmay
provideadditionalsupportandcomfort for the menteewhich could strengtherthe mentorshipeven

further.

Subsequentesiredoutcomedrom the mentoringprogrammeexperiencedby the participantsof this
study included gaining confidencein their job competenceThe confidencecomponentwill be
individually discussedn Section4.8 asanimportantaspecbf thejob of alawyerwhereconfidence

remainskey in decisionmakingwhenworking on own initiatives#’

417 JonathorP. Schuldt,ChristophetP. Chabris Anita Williams Woolley andRichardJHackman, 1 & R Q | LiG Biy@dicH
DecisionMaking: The Roleof Individual 'L I | H U H(@QU.5)30{2) BehavioralDecisionMaking 168-180.
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Furthermoe, 14 per centof the participants(3 participants)lookedto developtheir organisational
knowledge aspiringto becomeseniorlawyersassoonaspossibleor to becomementorgshemselves.
Participantl9 (LF1) stated: u 0 \desiredoutcomewasto makesure,evenfrom qualification,that|

will makeseniorassociatat theright time whenl wasabove5years T XD O LISdni¢eGDITUWLFLSDQ
feedbackshowedthat they were more eagerto progresgo the mostseniorlevelsof the profession
however,this may not always be the casewith everyone.Someindividuals would still chooseto
progresgheir careerdhnowever,may not wish to reachthe mostseniorlevelsof the profession.The
participantdeedbackshowedthatsomemayhavea strongerdesireto progresdheir legal careergo

the mostseniorlevelsof the professionwhereasptherswould reacha certainstageof their career

andremainatthatstage.

Mentoringofferedthenecessargupportrequiredby eachindividualandmaybeusedto theirdesires.
Participan 12 (LF1) provided her feedbackand confirmed that her initial focus on the career
progressiomwvasto reachtheseniorlevel of the professionMentoringhelpsherto getinvolvedin the
selfdevelopmentopportunitiesthat arise at her law firm and she eagerly ensuresto put herself
forwardto bein the bestpositionto be eligible for promotionto a seniorpositionwhenthetime is
right. As mentionecearlier,not everyonewishesto gainthe seniorpositionat thelaw firm, asothers
seekfurther progressiorfrom their mentoringexperiencdo obtaintraining contractand/orbecome
fully qualified solicitors. The progressions down to an individual menteeand how they wish to
progresdso reachtheir desiredgoals.Participantl8 (LF1) revealedthat her desiredoutcomeof a
training contractwasto qualify asa solicitor andsecurea job asa solicitor on qualification.Further
two participanty14 (LF5) and21(LF1) expressedhterestdn their law firms in becomingasolicitor
andwere keento obtain a training contractto continuewith their legal careerslt is evidentthat
S D U W L Eléssd&iquisbvh§srom mentoringvaried consderably dependingpnthe SDUWLFLSDQ

currentpositionin thefirm.
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Furthermoreparticipantl7 (LF6) revealecherdesireto bemoreforthright yetto askfewerquestions
which washer priority whenjoining the mentoringprogrammeShestated: p 7 Krefjuentmeetings
with seniorpeopleare helpful, it would howeverbe goodalsoto havean independentlementto
mentoringso you canperhapsemore | U D @dindparticipantdelt thatthe desireto becomemore
employableacrosghefirm andto makethe beg impressionwhich consequentlgouldleadthemto

ask less questionswas also important. Participantl (LF1) stated: g « WbR utilised as and when

S RV VL E O Htke{dedtilm@essionpossiblewhilst alsoensuringthatl amanassetothe ILUP
Participan 7 (LF1) revealed: p « P \desiredoutcomewould be that asthe monthspassl askless

guestionsy

The S D U W L per&eptioevMifeir desiredoutcomesdrom mentoringsupportvary considerably.
However,it is up to eachindividual to find their own desiresto progresswhich showedthat some
participantsseekmoreseniorresponsiblgositionswith otherswhowishto gaintrainingcontractand
becomefully qualfied solicitors or otherswho are simply happywith their currentpositionin the
firm however, would like to improve their current skills i.e. confidence,motivation or even
networkingopportunitiesAll of theaboveappearedsthe careemrogressiorio variedlevelsof the

profession.

4.7 Identified links betweemmentoring supportand careerprogression

As discussedn Chapter2, despitetheincreasedttentionto careerdevelopmentit hasColarelliand
Bishopidentifiedthathavinga mentorwasthe strongestorrelateof careemprogressiorf*® Thiswas
further supportedby the findings of my research(Section4.7). Moreover, mentoringalso offers

sponsorshipcoaching, from protectionto exposureand challenging assignment$® Therefore,

418 StephenM. Colarelliand RonaldC. Bishop, p & D Wdrkhtitment:Functions,Correlatesand 0 D Q D J H P1IG9D)W |
15(2) GroupandOrganizatiorStudiesl 58-176.
419 Kathy E. Kram, Mentoringin the Workplace:CareerDevelopmenin OrganisationgJosseyBass1986).
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mentors can enhancetheir P H Q W pbicddsociaf?® developmentthrough role modelling,
counselling,psychologicalsupportand friendship#?! Theseaspectsof mentoring should enable
menteedo developa positiveattitudeto careerdevelopmentand furtherprogression91 percentof

the participants(20 participants)of my study expressea belief that the mentoringsupporthelped

theirlegalcareemprogressionParticipan22 (LF1) said:

| think theinsightl gainedfrom havingamentorhasundoubtedlyassistedny career. It gave
me somewherdo go to soundout issuesand provided me with an opportunityto discuss
matterswith someoneaotdirectly involvedwith anygiventransactiororissue. In turn| dealt

with issuesmoreconstructivelyandfelt moreemotionallysupported.

Emotionalandpsychologicakupportat work betweermenteesandmentorswasalsosignificantnot
only from the productivity point of view*?? but alsoit helpedthe participantgo excelin theirrolesat
work as seenin the earlier statementof the participants.Mentoring relationshipsare basedon
understandingndtrust, andits mainaim is to build capabilitiesandself-reliancein the mertee?3
Mentoring provides emotional support, guidanceand a senseof continuity and stability which
guaranteeshe menteeto have someonewho will be therefor themin dealingwith day to day
challenge$?* This aspecbf mentoringhasbeenalsoestablishedluringmy researclandparticipant
7 (LF1) revealedhat: u 7 Krténtoringprogrammehashelpedto developmy careerby giving me a
point of contactfor any queriesthis meanghat!| canlearnon the job andaskany questionsas! go

alongwithouttheneedaskquestionsn amoreformal P D Q QRdrthefimoresheadded: . O mentor

420 psychosociatlevelopmentelatesto the interrelationof socialfactorsandindividual thoughtandbehavior.

421 Kathy E. Kram, Mentoringin the Workplace:CareerDevelopmenin OrganisationgJosseyBass1986).

422 Chiswick Consulting, 1 : K 'Offering EmotionalSupportin the WorkplacecanLeadto Increased3UR G X FWLY LW\
(2015)<http://www.chisvickconsulting.com/whyoffering-emotionaisupportin-theworkplacecanleadto-increased
productivity/>accesse® October2019.

423Ferda Erdem and Janset Ozen Aytemu H QWRV EEODWLRQVKLS %DVHG RQ 7(RORBYyW 4XDO
37(1) Sage Journals 5.
424 Kent Mentor Support, 1 0 H Q W& Etductional6 X S S ghtipyiww.kentmentorsupport.co.uk/wkiat |
[mentoring.php accesse@ Septembe019.
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hashelpedmetransitionfrom Claimantwork to Defendanivork andthis hasthereforeadvancedny
legal careerat the firm and hashelpedme achievemy desireto prosperon 3 W &thér V L Geéitd
V S H BrivtHerview of participant9 (LF1) outlinedthedetailasto how, in particular,thementoring
programmehas helpedher careerprogressiorso far, in progressingrom the paralegalrole. She
stated: Informal mentoring has definitely assistedin terms of careerprogression,jnitially with
regardsto securingfunding for my studiesand later in securingan NQ solicitor positionin the

department hadpreviouslyworkedasa S D U D C5HeJuRtiaer &xplained:

More seniorcolleaguessimply havemoreknowledgeof the firm andits processeandhave
the benefitof experienceAs ajunior associaté amnow looking to makethe moveto mid-

level associatavithin the nextyearor so andthenseniorassociatencel amabout5 years
PQE.I hopethatmy mentorswill assistmein developingasa solicitor andbestpositioning

myselffor promotion.

The aspiration of progressionwhilst participating in a mentoring programme increasedthe
participantsambitionwhichin turnadvancedheir careemprogressionDuring careerdevelopmenin
law, a lawyer goesthrougha long journey of variousprogressiorstagesfrom a junior traineeto a
senior solicitor / partnerand therefore,there are multiple aspectsof the job which needto be
consiceredat eachlevel. For example the initial applicationprocesshence the mentormay offer
their supportto the menteeastheyhavealreadybeenthroughit themselvesndcanconfidentlyhelp

anddirectthe menteeasnecessaryParticipantl2 (LF1) stated:

« it is always KH O S X le2 «nadeawareof good practiceacrossthe firm andwaysto
developyourselfin away which will assistyourcareerS U R J U H Mt\islaRv@yshelpful to
havefeedback(particularly from femalepartnerswithin the firm) and guidanceon waysto

improve R Q ldWinprospectsvithin the careerprogressiorstructurewithin the I L U P «
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Shefurtherrevealed:

Still ajunior solicitoratthemomentputthe programmeéhasinspiredmeto emulatesuccessful
female figures within the firm and get involved in the selfdevelopmentopportunities
available.l amthereforeputting myselfin the bestpositionto be eligible for promotionto a

seniorpositionwhenthetime comes.

A furtherthreestatementsf theparticipantof my studyconfirmedthatalink betweerthementoring
supportandthe careerprogressiorexistedwhich supportedhe findings of my researchParticipant

10 (LF5) disclosed: p « the mentoring programme helped me secure my training contract

D S S O L F A\WiitHeGtatnentfrom participantl4 (LF5) revealed:p 7 Kitdgrammehasresulted

in me now being a Trainee Solicitor and has definitely helpedmy career SUR JU HMNAIYR Q 1
participantl9 (LF1) addedfurther: u 0 \(mentor)hasbeenparticularly supportiveand hasersured

thatl amontheright tracksto achievemy careerS U R J U H Vashb&®v@seniorDVVRFLDWH 1

Despiteparticipantsoccupyingdifferent levels within the legal professionjt becameevidentfrom
thefindingsthatmentorings perceivedo facilitate careeprogressiomndadvancemenSometimes,

this wasthroughsimply helpingmenteedo fill in anapplicationform, providingemaotionalsupport

or evenconfirmingadviceasto whatdirectionsto takeatthetime. All theseaspectéeadto PHQWHHV |
further careerprogressionWith an ongoing support,the menteeswere placedin much stronger
positionsatwork, andsupportedo betterthemselvesindconsequentlyadvanceheirdevelopmental

journeys.
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4.8 Confidence

ltlearnedthatcouragenvasnot theabsencef fear,butthetriumphoverit. The bravemanis
he not hewho doesnot feel afraid, but hewho conquershatfear. §°

NelsonMandela

This famousquoteis a clear reflection that courageand confidenceassistpeoplewith taking on
challengesn all situations.The mostimportantquality for succes$n our busysociety,especiallyin

busines®r in interactingwith otherpeopleis thequality of self-confidence?® Thismaybedeveloped

asaresultof selfesteemself-respectand perhapstheraspectghat may happenduring PHQWHH YV |

lives. Theparticipatingfemalelawyerswithin my studyspokeabouthow mentoringhadhelpedthem
to build confidencein relationto their ongoingprogressiorand careerdevelopmentThey related
their confidenceto the supportprovidedby their mentorswho helpedwith further careeradvice

Participantl (LF1) revealed:

My mentorhashelpedto build my confidencen my role in the team,whilst also providing
adviceasto how to progressSheencourageme to be self-driven and pushmyselfbeyond
my comfortzone,whilst alsonudgingmein theright directionin relationto putting myself

forwardfor projectsandto undertakerariousroleswithin the team.

Shefurtherconfirmedthatmentoringhashelpedto advancénerlegalcareerasit built herconfidence.
It is the S D U W L kridiibu@l \&kfph&fiencewhich may vary nonethelessshe further addedthat

mentoringhelpedherto settleinto therole of a solicitor andformedrelationshipsvith management

45 7KH 7THOHJUDSK M1HOVRQ ODQGHOD LQ KLV RZQ ZRUGVY /RQGRQ
<https://www.telegraph.co.uk/news/worldnews/nelsaandela/9734032/Nelsevandelain-his-own-words.htm|>
accessed 11 October 2019

426 Judi Chamberlin, u $Vorking Definition of (P S O R\ P(ERQA)2(4) PsychiatricRehabilitationJournal43-46.
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As herconfidencewvasincreasingshecontinuedo pushherselfforwardandvolunteeredor different
roleswithin the teamwhich gaveher moreresponsibilities Shefurther statedthat mentoringhelps
andencourageall careemprogressiorandit is very muchwhatyoutakefrom it. Shepersonallyfound
thatmentoringhasbuilt herconfidenceanddrive andasa consequenciercareemprogressedurther.
Theabovestatementgonfirmedperception®f againin confidenceanddrive duringherlegalcareer
as a result of mentoringsupport.Mentorsplay an importantrole in providing on-job supportby
pushingmenteedo believein themselvesaandto go out of their comfortt zoneto progressurther.
Anotherstatemenof participants (LF3) supportgerception®f the stronglink betweerconfidence
gainandmentoringsupport mentoringhashelpedputmein astrongeipositionin themarketof law,
asduetomy P H Q Ws&opbfi ¥nd D G Y UtRgevilentfrom the datareceivedthatmentoringhelps
build confidenceandskills relevantto furthercareermprogressiorwhich consequentlassuresemale
lawyersof their abilities and competencet their jobs. Confidencegain helpedthe participantsin

strengtheningheir drive for successiomandcontinuousmprovement.

Moreover self-efficacyis S H U VoRI@veM their ability to succeedn a particularsituation®?’ As a
result, self-efficacy is much more specificasthis canhavean effect from a psychologicalstateto
behaviourand motivationwhich will alsobe discussedn Section4.12. The findings of my study
confirmedthatmentoringhelpsto fulfil this particdar componenbf self-efficacywhich wasevident
throughthestatementsf variousparticipantsFirst, participantl5 (LF4) statedhatmentoringhelped
her to maintain standardsand ensurethat mistakeswere not made. She was consciousof high
expectatiosin herjob role andwith mentoringsupportshewasmore capableof offering flawless
performance Secondparticipant19 (LF1) confirmedthat mentoringensuredthat shewas at the
positionof hercareemwhereshewantedto beandwascontinuouslyimproving. Furtherdisclosureoy

participant10 (LF5) revealedhatshedesiredto becomethe strongest{at the positionin hercareer)

427 Albert Bandua, p 6 FE@itacy: Toward a Unifying Theory of BehaviouralChangef(1977) 84(2) Psychological
Review191-215.
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individual in herspecializatiorandthe mostproficientlawyershecanbeduringherlegal careerand
mentoringassistecher with thesedesires.Moreover, participantl (LF1) confirmedthat with her
ambitiouspersonalityand opportunitiesof mentoringsupport,shepushecdherselfforwardandeven
volunteeredfor variousroles that gave her more responsibilitieswhich in turn she was able to
demonstratéer strengthgo the firm andprogressyuickly. Final disclosureof participant12 (LF1)
revealedthat mentoringaid her careerprogressiorby promoing selfreflectionandlearnng from
R W Kbéstprdctie in orderto developherselffurther. Shefelt that mentoringoffered necessary
guidanceon waysto improveher prospectsandfeedbackon how to maximiseher opportunitiesfor

selfdevelopment.

Self-efficacytheoryhelpsto explainexpression®f motivationin theabove S D U W L BthtSrhe@tsV V |
whowishedto progresgsheir careerandtakeup relevantopportunitiesThe participantgeconfirmed
thatwhenhearingabout P H Q WsRctegsfuprogressionsvho havebeenthroughsimilar journeys,

filled the junior menteeswith motivationandstrongbeliefsthatfurther progressions possible All

of the abovepatrticipantsrevealedthat they havehad positive visions of succesavithin ther firms

thatthey workedfor and perceivedcapabilitiesof driving the vision forward Self-efficacy reflects
confidencean theability to managehis perceptiorforwardandto apply self-controloverbehaviour.

The next Section4.9 will provide key findings of my datarelatingto the SDUW L Fear§dd Q W V

developments.

4.9  Selfdevelopmenand careerprogression

Referringbackto theliteraturereviewchaptemwhereareferenceo selfdevelopmenhasbeenmade

in Section2.12whichrecognisedheprocesssbeingagradualdevelopment?® Thisgradualprocess

428 Alan Carr, PositivePsychologyand YouA SelfDevelopmenGuide(13t edn,LondonRoutledge2019).
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includes R Q ldffp¥ts thatare put forward towardsfurther progressiorandselffulfilment by taking
stepsto assistin the developmentSimilarly, and as statedin Section2.2 of the literaturereview,
careerprogressions recognisedn gaining experiencen the field of R Q Hhfevestto help with

improvingandworking up theranks.

From the analysisof my data, 96 per cent of the participants(21 participants)felt that self-
developmenandcareemprogressiorwerethe mostcommontopicsfor the discussiorof mentoring.
With the participantdbeingat variousstagesof their careersluring my datacollection,the majority
of the participantdalkedin detailabouthow mentoringhadhelpedtheir careeradvancementyeing
assistedand encouragedthroughoutthis process.Participantl (LF1) stated: p 7 Krhkntoring
programmeis helping my careerprogressionincluding adviceon how to S U R J USHaf\tHer
revealedhat mentoringencourageser continuouslyto be self-driven and pushherselfbeyondher
comfortzone,whilst alsonudgingherin theright directionin relationto putting herselfforward for
projectsandto undertakevariousroleswithin theteam.lt is evidentfromthe S D U W L Exp&rierigés | V
that the mentoringprogrammehas madeher more ambitious,as her mentor, she confirmed, has
encouragedevelopmenandspeedyprogressionwhilst providingadviceasto howto meetherown
personalaims. The m H Q Wdrpp§iriprovided an influential drive for the menteewho developed
furtherself-believeandcouragelt is evidentthatfemalelawyer participantsvere eagerto maximise
their potential skills and qualities, set goalsand aim for successn orderto further their careers.
Participant2 (LF1) foundmentoringparticularlyhelpful with route mappinghercareerfor example,
whatstepswvere requiredto takein orderto progresderlegalcareeifurther.Moreover sheexplained
thatshefelt thatmentoringhelpedto think abouther personaimpactin andaroundthe firm aswell
aswithin thewider community.Similarly, participant4 (LF3) revealedhatmentoringhelpedherin
makingcareeidecisiondy discussingptionsboth,insideandoutsideof thefirm. Participan6 (LF3)
addedfurther that menbring kept her progressiorconsistenthavingaccesgo a mentorto discuss

mattersasshewasgoingalong.This type of ongoingandinformal mentoringsupportwasperceived
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by manyparticipantsasa definite assistancen termsof careerprogressionMoreover, participant9
(LF1) statedhatshehasfound mentoringto be extremelybeneficialfrom a personaperspectiveand
hopel to give othersasimilar experienceShefurtherconfirmedthatmentoringhasdefinitely assisted
her careerprogressiorfrom paralegalo associateultimately enablingher to qualify asa solicitor

andstaywith thefirm.

Employeescontinuallybuild new competenciethat enablethemto adaptto the changingdemands
of aworkplaceacrossnultiple typesof work andorganisation§2° With law asa competitiveandfast
changingbusinesenvironmentwherechangesn proceduresrebeingregularlyupdatedjt keeps
the workforce on constantguardhavingto adaptswiftly in orderto keeptheir progressmproving.
This is evidentfrom the S D U W L Ktateet®ho fre consciousof the ongoingchangesn law
andtheirneedof continuousieedof improvementandprogressionk-orexampleparticipantl5 (LF5)
confirmedthather aim andadesiredoutcomeof mentoringwasto keepabreasbf changesn thelaw
andprocedureso ensurebestpractice.Continuousprogressionn the careerof law provedto beone
of the main aims of the majority of my participantswho talk about skills developmentcareer
progressiorandsuccessionParticipantl4 (LF5) further explainedthat shefound mentoringto be a
very organicway of progressindnercareembecausé focusedon developingherskills. It wasevident
thatthe junior participantsaim to reachtheir goalsto becomefully qualified solicitorsby adopting
appropriateskills to help themachievethe training contracs andfurther qualifications.Shefurther
addedhatmentoringprovidedherwith theexperiencehatsheneededo helpdewlopthenecessary
skills to obtainatrainingcontract Moreover thementoringprogrammehasresultedn hernowbeing
a traineesolicitor and has definitely helpedin her careerprogressionln addition to the above,
participant18 (LF1) felt that the mentoring programmehelpedher careerprogressionn a very

practicalway. Her desiredoutcomeof the mentoringprogrammenasto gainatraining contractand

429 EdwardE. Lawler Il andDavid Finegold, past,PresentandFuture:Individualizingthe 2 U J D Q L ](R080)LR Q)1
OrganizationaDynamicsl-15.
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secureajob asasolicitor on qualification.Shehasachievecherdesiresandwaspracticinglaw in her

intendedaw firm following additionaltrainingin differentdepartmentsvhich shefoundvery useful.

Evenfor the seniorsolicitor participants mentoringwasalwaysa usefulexperienceParticipantl9
(LF1) statedthatevenat thetime of qualificationshewaseagerto progressercareeifurtherandto
makesureshewill progresso seniorsolicitor level at the right time. Her mentorwas particularly
supportiveand hasensuredhat shewas pn the right track fto achieveher careerprogressiorand

desireto becomeseniorsolicitor.

With the supportof amentor,someparticipantdelt thatthey hadgreaterchance®f progressiorand
beingsuccessfulParticipant21 (LF1) confidentlystatedthat mentoringwasvery beneficial,giving
her helpful tips and pointerson her applicationand generallyhow to improve her chancego being
successfulWith the supportof a mentor,the participantfelt thatit wasundoubtedlymucheasierto
progresdher careerasthe menta was likely to havea beneficialimpacton her careerby providing
supportandguidanceto assisther. Moreover,participant22 (LF1) further revealedthat the insight
thatshegainedfrom havinga mentorhasundoubtedlyassistedercareeraswell. Shefurtheradded
thatmentoringgaveher somewhereo go to soundout issuesandprovidedherwith an opportunity
to discussmatterswith someonenot directly involved with any given transactioror issue.ln turn,
shedealt with issuesmore constructivelyand felt more emotionally VXSS R U W H&GhoMstiD N L Q J
approachto supportingndividualsto becomehe bestversionof themselveshatmayresultin better
careerprogressionOverall perceptionsof different participantsof this study showedthe positive
expeaiencesof mentoringwhich assistedhe participantswith their careerprogressionsHaving a
mentorallowedthe participantsto seeknecessaradvicewhenrequiredandfelt supportedhrough

variousstagesf their careerdevelopment.

ThenextSectiond.10looks at the participantsperception®f mentoringin relationto networking.
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4.10 Networking

As previouslyestablishedn theliteraturereview chapterand Section2.10, expandingnetworksand
connection®ffer invaluableopporunitiesto help and preparementeedor their careerprogression
andfurtherdevelopmentThis mutually beneficialprocesgrovidesvital keysto the achievemenof
careergoalsthroughsharingskills, knowledgeandresourcesNetworkinghasbeenone of the key
findings of this research,helping the participantsto advancetheir careersthrough mentoring.
Participantl3 (LF5) confirmedthat shewanteda mentorand someonaevho had successfullybeen
throughthe procesdo help herobtaina training contract,gavetips andadviceandto help achieve
goalof becominga Solicitor. Networkingcanbe a dauntingexperiencdor someindividualshaving
to speakand connectwith new people.Nonethelesswith commitmentand careerprogressionn
mind, networking providesa wider opportunityfor a new menteeto further their careerthrough
meetingand talking to others.With other peoplearoundand often more experiencedor senior
colleaguesa menteeis likely to gain an inevitable experienceto help their career development.
Networkingincludesbeinginvolved in variousactivitieswhich offer opportunitiesto connectwith
morepeopleatonce.Participantl3 (LF5) stated: My mentorintroducedmeto seniorpartnersn the
firm, gaveme adviceon otherthingsto getinvolvedwith within thefirm to raisemy profile suchas

joining the netballteamandthe Charity Committee

Mentoring supportoffers direct help and adviceto menteesnvho informally get to know various
peoplefrom higherlevelsof the professionandevenfrom different department®r offices. 82 per
centof the participantg18 participantspf my studymadea positivereferenceo networkingandits
effects.Theparticipantamadeexpressinks betweemmentoringandnetworking.Theirdesiresto gain

and expandtheir networking circles were executedthrough mentoring networks and a result
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networking has contributedto their careerprogressionand further development.For example,

participant9 (LF1) stated

| havea numberof seniorcolleaguesvho provide me with informal mentoring.They have
supportednethroughouimy time atthefirm, initially with trainingcontractapgdications,then
whilst working parttime as a paralegalduring my LPC studiesand finally, following my
returnto full-time employmen@andqualificationasa solicitor. | continueto find it usefulto
speakwith colleagueshothin termsof my personaldevdopmentand my long-term career

aspirations.

From the feedbackof this participantit is evidentthat mentoringnot only helpedher throughout
variousstageof herlegalcareembutalsoin termsof herpersonatlevelopmentThis typeof support
was offeredthroughan informal mentoringwhich continuedindefinitely. Femalementorsfisection

will bediscussedn moredetaillaterin this chapter.

Moreover, participant8 (LF1) explainedthat networking was very importantasthe HPSOR\HU {V
expectationsespeciallyat theinitial stageof the training contract,focusedon the basicinformation
beforeanythingelse.This mainly includedinformationaboutthefirm andpeopleasto whotheyare,
their rolesandresponsibilities Shefurther confirmedthat throughthe informal type of mentoring,
the menteewasawareof various S D U We@pidhilie$and who to seein connectionwith different
typesof relevanttraining opportunities This helpedwith the expansiorof networksandalternative
connectiongncluding sharingtips and advisingwho to contactwith regardsto particularqueries.

Moreover participant8 furtherrevealecher personaperceptiorof mentoringandnetworkinglink:

Mentoringis abouta connection,L Vél§odtsomeoneeally wantingto helpsomeoneelse.If

you networkandget a seniorpartnerthat comein with the formal setup of the mentoring
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networkyou would geta betterquality of mentoringthananinformal mentaing, | think. If
thefirm said O Has@p/a formal mentoringschemehen,you will getanaccesgo partners
andseniorpartnergso whomyou Z R X O ge@radtesso before.Further,formal mentoring
is adifferentquality of mentoring.Theformaltypeof mentorings adifferentandmorevaried
type of mentoringbecausavhenthe mentoringis informal you only rely on peoplearound
you,aroundyourdesk,in yourdepartmentperhapgeopleto whoyou haveanorganicaccess

to.

With this thoroughfeedbak provided by participant8 (LF1), her perceptionconfirmedthat an
informal type of mentoringonly canoffer the usualsupportthroughthe peoplethatthe participant
alreadyknows Whereasif the participantwas a menteewithin aformaltype of mentoring this may
haveoffered an accesgo variousindividualsacrosshe whole of the law firm andfacilitate greater

chance®f furthernetworking.

Networking offers an informal supportof exchangeof information and ideasbetweenindividuals
who normally sharea commoninterest.The datacollectedfrom the participantsincludedvarious
aspectof networking Someparticipantdelt that networkingbetweernfemalementorsandmentees
mayhelpgenerallyandbemorebereficial to afemalementeepthersstatedthatthereis no particular
relevanceon the gendertype of the mentorat all. The participant3 (LF1) confirmedthat having
female mentorscan help however,it would not make a differenceto her if therewere not any
available.Moreover,participant8 (LF1) felt that male mentorsare betterconnectedecausesven
from hercurrentexperiencein herown departmenttheygo out for lunchestogetherandthey seem
to havemoreof aninformal networkgoingon. Thisideg i.e. goingout togetherJike evendrinking
andsoon, they seemto networkbetterand W K Wkéfithey passa lot of information Further,she

added
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If I havechoserto havechildrenthenl may havehada preferencdo havea femalementor
orif I hadafamily, | would havewantto talk to awomanmentor especiallyonein thesame
circumstancesvho hasa family of herown. Justto emphasiseny answer,| think you can
eitherhaveafemaleor amalementor,andasif possiblehavenumerousnentorsvhichwould

beevenbetter.This would be awonderfulnetworkposition.

Thisview hasshowedhatmentoringandnetworkingfurtherlinks themulti-mentormodel,discussed

earlierin Section4.4.

Furtherevidencedemonstratedhat 27 per centof the participants(6 participants)n my study felt
that networkingand havinga femalementorwas an importantaspectfor their careerdevelopment
and progressiomasit providedan aspirationto betterthemselvesand led themto believethat the
progressions possible.Thedifferentviews andperception®f the participantsof this studyvary to
someextenthowever,it is evidentthat having a female role model, particularly in a demanding
professionsuchasin law, helpsto provide encouragemerand boostcorfidence. This particular

aspecbf femalementorswill bediscussedurtherin thenextSection4.11.

411 Femalementorsandtheir characteristics

Furtherfindings confirmedthatthe majority of the participantsof my study prefera femalementor
overamalementor.Someof thewomenstatedthatthey aspiredmoreto havinga femalementorto
helpprovidesupportwith careemprogressioranddevelopmentdn particular,femalesvho balanced
a professionafull-time careerasa lawyerandalsodecideto havea family. Having a strongfemale
lawyer model provided further inspirationfor the participantsof a junior level to advancetheir
careers.It showedthat having a balancebetweena full-time careerand a family was certainly

possible,improving fe P D O ¢bMiflenceand their careeradvancementParticipant3 (LF1) and 6

160



(LF3) statedthat having female partnersas role modelshelp female lawyersto strive for career

progression.

Pringleandother$®® recognsed the lack of womenpartners(in law firms) andthe absencef role
models,with or without children.Femalementorswho progresgheir careerto seniorlevels aswell
ashavinga family provide aninspiring vision for the youngergeneratiornof femalelawyers. This
perspectivavas mentionedoy someof the participantsof my studyincluding participantl (LF1)

who statedthefollowing:

| wanteda strongfemalerole model,whois striving to reachthetop of hercareerandl have
foundthatthis hasbuilt my confidenceanddrive. | do think femalepartnersarerole models
for femalelawyers,particularlythe partnersvho seemto haveit all, i.e. afamily life, work /
life balanceetc | chosemy mentoron the basisthatshehadprogressedvith the firm andwe
hadsimilar careerinterestsMy mentorraiseda family whilst working full time, which was
admirable In atime wheresomefemaleprofessionale€hooseo takea careembreakor reduce
their hoursto parttime, it is goodto seesomeondurthertheir careerandbalancebothfamily

andwork life.

The nextstatemenmadeby participant2 (LF1) confirmedthe importanceof havingfemalelawyer
mentorsfor the purposesf supportandinspirationto the youngergeneratiorof traineelawyersin

particulr. Sherevealedhat

To work with an establishedemalepartnerwhenl thoughtaboutrole models,| waskeento

haveafemale P H Q WHayihgwomenin leadershipgoles(of whatevemature)paveghepath

430 JudithK. Pringle,CandiceHarris,KatherineRavenswood, ynne Giddings,IreneRyanandSabinalaeger,u : R En{ V
CareerProgressionn Law Firms: Views From the Top, Views from % H O R@1Y) 24(4) Gender,Work & Amp
Organizatiord35-449.
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for a discussionaboutmy own career,whetherthat is towards partnership,management

positionsor leadershigfor example managinga client relationship)

Shefurther confirmedthat her departmentaheadpartnerwasa womanwho wasin herthirtiesand
this wasinspiring andinterestingto find asshesaidthatit also pxemplifieshowthe GHS D USV P H QW

directionwas changinge.g.towardsgreateracceptancef flexible ZRUNLQJ

Womenwho achievedthe balanceof a full-time careerin law and havinga family, offeredjunior
femalelawyersan opportunityto strive towardsthe. Often however it wassolely dependenbn the
individual and their own eagernes$o succeedNonethelesshaving the opportunitiesto seewhat
somefemale lawyers have achievedon the samecareerpath proposeda positive vision towards

successioffor others

4.12 Mentoring and motivation

As discussedmentoringis basedon the traditional model where an older and more experienced
person providesadvice,supportandhelpto a younger lessexperiencegersm asdiscussedn the
literaturereview chapter Section2.2 This kind of supportmay be careerelatedor a psychosocial,
personakype. Someof the participantsof my studyfelt thatthe experienceof beingmentorechad
significantly contributedto their goalsachievingfurthercareermrogressiorandasaresulttheyhave
becomementorsthemselvesThey have highlightedthe importanceof mentoringandits valuable

outcomeduringtheir careerdevelopmentParticipant20 (LF2) revealed:

| becamea mentorsol couldsupportthoseenteringthe professionasl know first-handhow

difficult it canbe!In a busypracticewherebusinessievelopmenandfee earningis key, not
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ahugeamountof weightis placeduponmentoring The busyreality of life in practicemeans

thatit L V @efé¥saracknowledgedy managemerssmuchasit should.

This S D U W L pér&eptiQrdhfiwedthat dueto the busynatureof the job, mentoringsupportmay

oftenbeomittedwherein factits benefitswould be greaty appreciated.

Mentoringmayprovideaccess$o newrelationshipsvith peoplefrom differentnetworksto theirown.
It may openhorizonsfor furtherlearning,opportunitiesand connectionswith peopleandnetworks
often difficult to reach. Further findings of my researchrevealedthat mentoring provided the
participantsvith anemotionalsupportaswell asgreateropportunitieso developfriendshipsasseen

in educatiorsectorandmentionedby variousresearchers Section2.7.

Participan22 (LF1) stated

| think theinsightl gainedfrom havinga mentorhasundoubtedlyassistedny careerlt gave
me somewherdo go to soundout issuesand provided me with an opportunityto discuss
matterswith someoneaotdirectly involvedwith anygiventransactioror issueIn turn, | dealt
with issuesmore constructively and felt more emotionally supported.Becauseof the
beneficiaimpactamentorhadon meandmy career] nowaimto providethattypeof support

andguidanceo othersto assisthem.

Moreover participantl3 (LF5) added:'| am now a buddy mentorfor morejunior colleagueswvho,

like | did, wantto geta training contractand| amtrying to help themachievethis, asmy mentor

buddydidfor PH 1

163



With having inspirationaland motivating mentors,menteesdevelop encouragingand influential
abilities to progresswith a strong motivation. The participantsof my study relate mentoringto
motivationas a stimulatingprocesso desireand accomplishgoals More generally,motivationis
seemasawillingnessto do somethinglnitially, to recogniseaweaknesghensetup agoalandfollow

necessarpactionto achieveit. 3 D U W L AI(L$ D) Qevédptioroffersjustthatby stating:

| recognisdhatl still haveweaknesseandwish to developmyselfintoagood VROLFLW R U «
wishto ensurehatl ammakingthebestimpressionS R V V L E O HigsaeKduhgthatl am
an assetto the | L U P am specifically concentratingon building up my confidenceand
abilities in businessdevelopmentand I am hopeful that by the end of the (mentoring)

programmd will bebetterplacedandpreparedo assistwith this areaof thebusiness.

Having a mentor enablesa menteeto focus on their desiredprogressiorwhateverthis may be.
Mentorscanalsohelp with motivatingmenteeghroughtheir ongoinghelp andsupport.Participant
19 (LF1) expressedhefollowing: My mentorhasbeenparticularly supportiveandhasensuredhat
| amon theright trackto achievemy careermprogressiorandto ensurel amwherel needto beand
always improving. This is to make sure | will make senior D V V R FM@a&bMd; Bne of the
participantasvho wasa seniorsdicitor confirmedthathavinga mentorhasundoubtedlyassistecher
careerand shefelt that it helpedindividuals to becomethe best version of themselveswhich
consequentlyesultedn betteroverallcareemprogressionTherewasa furtherlink madeby thesame
participantbetweenmotivation and having a female mentorwhich helpedfemale P H Q WcHreeY |
progressiorevenfurther. Having a seniorfemalementor the youngergeneratiorof femalelawyers
mayfind it inspiringto progresgheir carees further by motivatingthemto achievetheir setgoals.

Motivation is the reasonfor S H R S &tibfis/willingness and goals**! Motivation has been

431 ManagemenStudyGuide
4https://www.managementstudyguide.com/what_is_motivatiorptatccesse® October2019.
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consideredisoneof the mostimportantreasonghatinspiresa persam to moveforward#3? Together
with motivationis the P H Q Wattéhitifand willingnessto achievegoals. Having inspirational
leadersin the workplacecanmotivatethe early careedawyersandmenteego achievetheir desires

andgoals.

4.13Summary

The following summary provides insights into the participantsfexperiencesof the impact of
mentoring supportreceivedduring their legal careerprogressionsThe qualitative nature of the
adoptedmethodologyfor thisresearclassistedvith gainingnecessarfeedbackrom the participants
to answerthe researchguestionaboutthe effectivenesf the mentoringsupportreceivedby the

participantsandto fill theempiricalgap.Thefindingsof this studyareasfollows:

1. Lackof consistencyin mentoringsuppat acrossthe participatinglaw firms asdiscussedn

Section3.3.

2. Inconsistencieasto whattype of mentoring(formal or informal) actuallyprovided foremost
supportfor theparticipatingmenteesParticularly lack of indicationwhich form of mentoring

wasmoresuccessfuasdiscussedn Section4.5.

3. Mentoringsupportcontributedto the participantsfcareemrogressionThroughthe PHQW R U V

supportthe participatingmenteegxperienceaareemprogressiorasdiscussedn Section4.7.

432 DanielWallen, p 7 KSkhplestwaysto InspirePeopleandChangeTheir /L1 H |

{https://www.lifehack.org/articles/communicationf&@ysinspire peoplearoundyou.htmb accesse® October2019
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. Increasedpportunitiesof networkingasdiscussedn Section4.10 Networkingassistedhe
participantswith making extendedconnections,identifying potential careerprogression
opportunitiesNetworkingwasalsofoundto offer supportin transferringknowledgeleading
to greaterjob satisfactionand assistingthe participantsin gaining wider connectionswith

morecolleaguedrom differentdepartmentandoffices (Section4.10.

. Mentoringsupportcontributedin expandingthe S D U W L Ean8d2iaz&snd §eli-efficacy.
Throughthe P H Q WsRpgartthe participatingmenteesxperiencedconfidencegrowth as

discussedn Section4.8.

. Theempiricaldataof this studyalsorevealedhathavingfemalelawyersprogressinghrough
the ranks who then became mentors themselvesprovided further inspiration and
encouragment for the participating female menteeswho strive to further their career

progressior{Section4.11).

. Mentoringsupportcontributedto furtherdevelopmenof P H Q Whibti/&ti#hn. Throughthe
P H Q WeRddWggementnenteesexperiencedmotivation growth as discussedn Section

4.12.

. Lackof amulti-mentorsupportasdiscussedn Sectiond4.4. The S D U W L per&ptiondag 1
clearthatif the multi-mentormodelwasmadeavailableto themduring mentoringthentheir

careemprogressiorcould havepotentiallyincreasedhroughthe supportof variousmentors.

. Mentoringsupportacrossall the participatinglaw firms lack monitoring of their mentoring

programmesWithoutanyform of monitoringof thementoringprogrammesit is challenging
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to focus on future improvementsof the supportif thereis no dataavailableto show how

successfuthe processvasandhow the processvasevencarriedout.

10.Thefinal key finding of my researchrevealedthat mentoringsupportin law firms remains
underresearchednitial attemptof gainingaccesgo the potentialparticipantsprovedrather
difficult including connectingwith law firms andfinding the right person/sresponsiblefor
the mentoringsupportie seniorpartner/sor HumanResourcegHR). Furthermorefinding
willing participantsjncludingfemak lawyers,manyof whommaybereluctantto participate
in an empiricalresearctof mentoringalso provedchallengingduring my datacollectionas

discussedn Section3.3.

Theabovefindings of my researctprovidedfurtherinsightsinto the paticipantsfexperiencesf the
impactof mentoringsupportreceivedduringtheirlegalcareemprogressionsAs aresultof this study,
theempiricaldatafilled thegapin thecurrentliteratureto supporthis areaof law andfemalelawyers{

progression.

ThenextChaptels providesthediscussiorof themainfindingsof thisresearctassummarise@bove

in Section4.12.
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Chapter 5 Discussion

51 Introduction

In the previouschapter] highlightedthefindingsfrom theanalysisof theempiricaldatawhich leads
me on to this chapter wherel delveinto the S D U W L FdsgoDggsavaJatingthe findings while
relatingthemto theliteratureoutlinedin Chapter2. Furthermore] will alsoprovideanoverviewof
how the findings relateto the researchguestionbeforemy overall concluson. The purposeof this
studywasto exploretheviewsandexperiencesf femalelawyersfparticipantsvho haveexperienced
mentoringsupportduring their legal careersThe studywasundertakerin the contextof assessing
the perceivedeffectivenesf mentoring supportin the participatinglaw firms which were made
availableto the participantsHavingidentified themin Chapterl, theaimsandhow they havebeen

addressethroughtheresearchyuestionsvhich aresummariseésfollows in TableA:
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TABLE A

Aims
Expandempiricalunderstandingf why female

lawyersparticipantdoecameanenteesvithin the

mentoringprogrammeat their law firm.

Researchquestions

1. Whenandwhy did you commencehe

mentoringprogrammaeat this law firm?

Understandvhetherthe menteesrefinding the
mentoringprogramme$eneficialandto what
extenttheybelievethatthe schemegpotentially

leadto furthercareermprogression.

2. Froma careerdevelopmenpoint of view, to
whatextentdo you believethatthe mentoring

programmas helpingyour careerprogression?

Clarify all inspirationsanddesiredoutcomeof
thementoringprogrammehatwereconsidered

by eachmentee.

3. Whatis your desiredoutcomeof the

mentoringexperience?

Expandempiricalunderstandingf each
P H Q WpEreeptiorof the mentoringsupport
andany effectthatthe mentoringprogramme

hason their careermprogression.

4. Do youfeel thatthe mentoringprogramme
hashelpedyou to advanceyourlegalcareeror

achieveyour desires?

Clarify the perceivedmpactof the mentoring
supportfor eachmenteeandthe extentto which
theybelievethatthe programmeéhasassisted

their careeradvancement.

5. Haveyou movedto a seniorposition
following the completionof the mentoring

programne?

Thisresearcthasfocusedparticularlyon the femaleparticipationandtheirindividual perception®f

the mentoring support. The S D U W L PperBdptipigavefiunique findings of my study offering

distinctiveviews of mentoringexperienceaddingoriginality to the currentknowledge.
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5.2  Feministtheoryand femalelawyersfprogressionthrough mentoringprogramme

A feministtheory** underpinneany studyandaqualitativeresearcimethodologywasadoptedThis
hasallowedmeto produceoriginalandtimely findingsof theparticipantgperceptiongndto establish
a contributionto the existingbody of literature.As demonstrateih Chapter2, therearerelatively
few empirically-basedstudiesexaminingthe useof mentoringprogrammesn law firms, particularly
from a UK perspectiveThe empiricalevidencesharedby the participantsof my studyrelatesto the
findings from internationalstudies presentedn the existing literature (Section2.2). The initial

findingsof Kanter?#**followed by Levinsonandother$3® demonstratéthatmentoringaidsthecareer
developmenof femalesn law firms (Section2.2). Thefindingsof my studysupportheaboveclaim

asmy participantsalsofound mentoringsupportbeneficialandassistingtheir careemprogressioras
discussedn Section4.9. As mentoringaidscareerprogressiort*¢ it providesadditionalsupportfor

femalelawyersduring all stagesof their legal career$*” and in addition, it assistswith personal
developmenincluding self-efficacy (Sectiond4.9) andconfidencgSection4.8). Despitethefindings
of female lawyers' progressionwith the supportof mentoring, the statistic$> proved that men
continueto dominatethe upperlevelsof thelegalprofession(Section2.6) andtherefore highlighting

aconsideratiorof structuralissueqggenderandclassprocesspf mentoringprogrammesn law firms

surroundingemaleprogressionn particdar. Theremay be anopportunityfor law firms to develop
mentoringprogrammeswith a particularfocus on how to overcomethe issueof femalelawyersq

further progressiorthroughthe useof mentoringprogrammesghat could help them advancetheir

433 Hilary SommerlacandPeaer SandersonGender,Choiceand Commitmen{1st ech, Routledge2019).
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careers.There may be an opportunity to focus on further developmentstructuresof mentoring
programmesncludingfor examplethemulti-mentormodel(Section2.7.1) or femalementorsupport
(Section2.9.9. Thefindings of my researctdemonstratethatfemalelawyers seekfemalementors
(Sectiord.11) whotheyfind inspirationalandsupportive Theybelievethatthis helpsthemwith their
motivation (Section4.12), confidence(Section4.8), job satisfactionand further careermprogression
(Section4.9). Similarly, it was establishedduring this study that the multi-mentorsupportmodel
(Section4.4) alsoofferedadditionalsupportto femalelawyersby providing greateropportunitieso
shareadvancedknowledge(Section4.10 which helpedwith confidencegrowth andfurther career
developmentgSectiond.9). Oneof the mostsignificantdistinctionsandfindingsofthe SDUWLFLSD Q
perception®f this studywasthe fact that someparticipantsdesiredto progresgo the mostsenior
levelsof the professionrwhereasthersonly desiredto progresgo the nextstageof their profession
or evenjust to build on their confidenceor networkingconnectionsThis is a significantfinding of
this researchsupportingthe fact that mentorihg aids not only progressiorto the mostseniorlevels

butalsoprovidesupporton a daily operationaspect.

Furthermoreduring the dataanalysisstage variousthemeswereidentified by the femalelawyers

participantsandhavebeenincludedin Chaper 4 with the following key themeddentifiedas:

1. networkingandconfidencgSection5.4);
2. careemrogressionmotivation,personatlevelopmenandself-efficacy (Section5.5); and

3. multi-mentorandfemalementormodel(Section5.3).

First,femalelawyers fparticipantsof this researcttonfirmedthatmentoringsupportreceivedduring
their legal careershelpedwith advancingtheir careerdevelopmentAspectsof feminist theoryhas
beenrecognisedn this researchasthe findings supportthe developmenbf femalelawyerswithin

law firms. Throughthe identification of the abovekey themesfurther barriersto female OD Z\HU V
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careerprogressiorand developmenivere identified. Theseincludedinconsistenciesn mentoring
supportreceivedby the participantsof this study (Section4.5) which reflects the wider picture of
mentoringopportunitiesfor femalesacrossthe legal sector(Section2.3) proving thatmenmentees
gain greatemprogressionn the maleorientateccircles?*° As statedn Section2.3, thatfemalecareer
progressiorhasremainedchallengingwith thoughtsof havinga family andchildren,the traditional
precedenis now proving difficult to break.Nonetheéss,with informal mentoring someof the
S D U W L pér&ptigrnavkffimedthatmenare morelikely to help one anotherand continuetheir
professionalisnin thelegalfield. This maybeanissuefacedby womenin law, asthe competitionto
progresdo seniorlevelsremainschallengingespeciallywith morefemalelawyersatthelowerlevels
of the professionFemale O D Z \ Hggathmay vary from the oneof malecounterpartswho help
oneanotheysocializein amorerelaxedway wheretheysharealot of informationasstatedn Chapter
4 by somepatrticipantaunlike femalelawyerswho find it harderto maintainsimilar approachesrhe
sameview wassharedby Dreherand Ash**° (Section2.3) who found that commondevelopmental
experiencegcludingmentorirg in, andmembershipf, thesamesocialnetworksfacilitateastronger
bondbetweenmale menteesand mentors.The intensity and quality of the mentoringrelationships
weregreaterfor male menteesresultingin a significantprogressionThis wasfurther supportedy
Hawkeg$*! (Section2.3) who revealedthat men have benefitedfrom informal mentoringin male
dominatedfields for a long time while Sambunjaf*? found that womenhavereporteddifficulty in

finding mentorsin thisway andin theseenvironmentgSection2.3).

Theinconsistencies theprovisionof mentoringsupporthathavebeendentifiedin Chapte# which

proveto haveaneffecton someof the S D U W L FurtBeDoQrgeégrgressionit showedthatsome
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law firms might be able to do moreto supportfurtherfemalecareemprogressionFurthermoresome
law firms may not be ableto offer multi-mentorsupportdueto the sizeand P H Q W\aRaJabifity.
Havinglimited numberof availablementorsoftencreatedimited opportunitiego all the staff. Larger
law firms with offices acrossvariouslocationsand higher numberof seniormembersmay offer

greateropportunitiego crossmentoringopportunitiesbetweerdepartmentsr evenacrossoffices.

Secondasstatedabove thereareinconsistenciesvith the type of mentoringsupportofferedacross
the participatinglaw firms assomefacilitate more structuredsystemswvhereasothersprovide more
of aninformal support Dependingon thetype of mentoringprogrammeoffered,theinformal type of
supportoftenlimits theopportunitiesor monitoringthetraining(Section2.3). Theformal mentoring
is likely to provide more structureincluding opportunitiesfor monitoring and the mentoring
relationshipgendto lastfor a specificperiodof time (Section2.2). In comparisorwith mentoringin
eithertheeducatioror businessectorsthepool of potentialmentorss likely to belargerthanin law
asmentorsmay potentiallybe basedn differentlocationsincreasingheir numbersaswell asgoing
beyondthe organizationthey work for. Furthermorementoringprogrammesn education(Section
2.7) andbusinesgSection2.6) areoftenformal andbeginatthecommencemerdf P H Q WeBréEY, |
Althoughtheformalmentoringsupports lik ely to bemonitoredfor adefinedperiodof timewhereas,
informal mentoringoffers an ongoing supportindefinitely as seenin the participatinglaw firms
(Section2.3). During both forms of mentoring, menteesare more likely to have made further
connectimsacrosswider networksintroducinginformal communicationgandfind accesdo broader
networks(Section2.10). Accessto mentoringsupportopportunitiesshouldoffer the sameamountof

supportandavailability to all employee®quallywhetherthesupports basedormally or informally.

Third, a lack of monitoringandfollow up in relationto the mentoringsupporthasbeenidentified
duringmy researcltandtheinconsistenciesf the monitoringpresenpotentialissueghatoffer scope

for improvement.It hasbeenrecognisedn the earlier paragraptthat formal type of mentoringis
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more structuredand therefore, monitoring of the programmeshould provide further support.
However the findings of my researctshowedthat evenwith the formal type of mentorng thereis
lack of monitoringavailable.Section4.5 outlinesfurther findings from my researctwhich reveala
lack of specialmeasuregor monitoring mentoringprogrammesncluding an overall successate.
Further, a lack of monitoring of mentoring progmmmesreducesopportunitiesfor employees'
progressiorbecausewithout suchprocessit is difficult to identify what works andwhat doesnot
work in practice.In particular,as mentoringinvolves menteesat various stagesof their learning
progressiona lack of monitoringreducesopportunitiego learnhow personatelationshipsievelop,
whetherthe strategiesvork andwhatcanbe doneto improvethe programmeor thefuture.Previous
qualitativeresearch*® discusseckarlierin Section2.4, wasundertakerto showthe importanceof
advantageanddisadvantageous monitoringmentoringprogrammesndprovidedsuggestiongor
future mentoringpractice.With this in mind, my study addsfurther knowledgeto the available
empirical evidencefor further improvementsn this particular areaincluding, monitoring of the
mentoring supportand consistentsupportacrossthe participantlaw firms. Monitoring provides
regularobservation®f the systens in place,outlining objectivesandmeasuringoerformancewhich

may be usedto maintainandimprovepreviouscurrentandfuture practices.

53 Multi -mentorand femalementormodels

The participantsof my studyrevealedhat havinga multi-mentorsupport(Section4.4) would offer
anadditionalassistanceuringthe careemprogressionMoreover the participantsconfirmedthatthe
multi-mentormodelwould havebeenwelcomedf it wasmadeavailableto the participantsnvolved.
Theempiricalevidencegainedfrom this studyshowedhatthemulti-mentormodelmayalsoprovide

greateopportunitiesor widernetworkingacrosslepartmentandthereforefurtherchancesf career

443 Ljllian T. Eby and Angie Lockwood, p 3 U R WaHd BIN @ W Reddfidinsto Participatingin Formal Mentoring
ProgramsA Qualitative , Q Y H V W 2006y 1(B) Jpdirnalof VocationalBehavior441-458.
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progressioranddevelopmentTherefore the findingsin my studywould agreewith Burlew***who
statedpreviouslythatamulti-mentormodelcanbring auniqueaspecbf careerdevelopmen{Section
2.7.7). The experience®f this V W X artfcipantssuggesthat having numerousmentorsoffer a
wider scale of learning and consequently,further opportunities for career progressionand
developmentThis mayincludebothmaleandfemalementorswho could providegreaterbenefitsto
eachmenteewith extensivenetworkconnetions andwider support.Eachmentorcould potentially
offer and add broadvaluesdependingon their personalexperiencesknowledgeand specialisation
thatpresentlargerscopeof learning,opportunitiesandpossibilitiesfor P H Q Wutureyrfigression
This approactrelatesto % X U Ovie §f\& multi-mentormodelwhichis basedon the promisethat
mentoringis not a singleeventin thelife of a worker but ratherseveraleventswith differentlevels
of mentoring(Section2.7.]). Thefindings of my resarchalsoreflecteda positivedesireof having
variousmentorsaseachlevel of mentoringrequiresa differenttype of mentorwith differenttypesof

skills andknowledge.

3 D U W L Feethackav¥afedthat the multi-mentorsupportwas positively regardedasit would
potentiallyprovideanexcellentnetworkpositionfor everymenteeln addition,furtherfindingsfrom
my researclshowedthatthe participantswho currentlyonly haveone mentor,sharedheview that
the multi-mentormodelwould likely to providethemwith additionalsupportaseverymentorcould
offer differentguidance asaresultof their own individual careerexperience¢Section4.4). Having
numerousnentorssupports likely to providementeesvith amoreroundedandvariedprogmamme.
AseachP H Q WeRgdlcihneljourneywaslikely to havebeendifferent,thehelpthattheycanprovide
couldalsovary accordinglyto their lived experiencesSomementors for example,may be parents
themselvesindothersmaynot havefamily atall thereforetheir experienceandsupportmay prove

to be contrastingNonethelessfurther findings showed that havingmentorsfrom different practice

444 Larry D. Burlew, p 0 X O WMénBoeMaedel: A Conceptual) U D P H Z(RI9IN1T (3) JournalCareeDevelopmen13
221.
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areasverehelpfulaseachmentorprovidedafreshapproactandvariedadvicedependingnthetopic
or objective (Section4.4). Moreover, having that broadareaof supportthroughvariousmentors,
could help menteego showhow to diversify andbecomeunique.Having the multi-mentorsupport
can also potentially help to shapethe menteeinto a truly unique lawyer by giving guidanceand
constructivecriticisms. Fromthe S D U W L perSpeciiveheving multiple mentorsmay be more
beneficialto afemalelawyer  dareemprogressiothanhavingjustonementor.Also, somelaw firms
may wantto considerthe benefitsof havingmentorsat different stagesor multiple mentorsat one
time, astheybothoffer diverselearningopportunitiesn thelegalfield. If thereis agroupof mentors,
it is likely thatthey maywork asa coordinatedeamin a collectivemanne providing similar advice
asperinitial training or may be thatindividual mentorspossessaried experience®ffering valued

help,including personabndemotionalsupport.

In contrasttheremay alsobe somepotentialdifficulties with the provisionof multi-mentorsupport,
especiallyfor law firms of a smallercapacitywho may not havethe requisiteresourcesA primary
issuewould be the lack of availablementorsor eventheir willingnessto cooperateFurthermore,
somelaw firms maysimply bereludantto adoptthe multi-mentormodelbecausewithouttheformal
frameworkof a monitoring schemethat could proveto be challenging.The largerlaw firms may
potentiallyhavebetteropportunitiego providethe multi-mentorsupport,especiallyin organistions
wherespecialismsvary andtheir locationis multiple asthis providesmore opportunitiesto meet
different peoplefrom variousbackgroundsvhoseexperiencesrediverse.Also, smallerlaw firms
may havefewerseniorlawyersandpartnerscoveringa potentiallynarrowerspectrunof specialisms
to actasmentorsin offering their time andknowledge Furtherfindings haverevealedhathavinga
ratio of morethanthreeto five mentorsper menteemay not offer any moresupportthanhavingone
(Section4 4). Although,someparticipantsconfirmedthatthey canlearnalot from their colleagues,
althoughthe balancebetweenhavingtoo few or too manymentorsshouldbe carefully considered.

Oneparticipant,in particular felt thathavingtoo manymentorsmay simply confusetheir procesof
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their progressiongiven that potentially conflicting advice may be given (Section4.4). She has
however,confirmedthat the multi-mentormodelwaslikely to be beneficialjust not with too many
mentorsthat could potentially provide conflicting advice and support. If mentoringwas made
availableto junior lawyersat the commencemendf their employmenin alaw firm, which couldbe
consideredhe ideal opportunityto offer asit is in the educationsector(Section2.7) and provide
necessargupportto new recruits,the varied supportprovidedby multi-mentorscould potentally
offer wider network connectionsand further careerprogressionWith the multi-mentor support,
menteesrelikely to receivementoringhelpwith facingtheir fearsasa newemployeelearningthe
job anddevelopinggoodconnectionswith the firm andits colleaguesTherefore the findings from
my researchrelating to the multi-mentor model echoedthe original ideasof .U D P §riginal
scholarshify*® focusedon developmentatelationshipgSection2.2). Also, recentworks of Higgins
andotherd*® that conended that mostpeopledraw on a broadand diverserangeof individualsfor
mentoringsupportduring their working lives (Section2.7.1). In general,individuals benefitfrom
having a multi-mentor support offering various developmentalffunctions that different mentors

fulfil #4” which hasalsobeenfound duringthis research.

The previousfindings during the literature review demonstratedhat mentoringhas becomean
increasinglycommontool usedoy manyorganisationendmanagemerin particular,to aid retention
levelsandto lift restrictiongo careemprogressiorandconsequentlyto benefittheworkforce(Section
2.6.3. Retentionlevels reflect both, employeedpotential for advancemenand their satisfaction
levelshence,H P S O Ra&dhtdifients consderedto be very important. Thefindings of my study

revealedhatmentoringsupportmprovedthe participantsfprogressiorandaidedtheir furthercareer

445 Kathy E. Kram, Mentoringat Work: DevelopmentaRelationshipsn OrganizationalLife (Foresmarand Company
1985).
446 Monica C. Higgins, 1 7 KMdre, the Merrier? Multiple DevelopmentaRelationshipsandWork Satisfactionf(2000)
19(4) Journalof Managemenbevelopmen77-296.
447Mary D. SorcinelliandJJungYun, p) U RiBntorto Mentoring Networks:Mentoringin the New $ F D G H(2OOT)
39(6)JournalChangeThe Magazine of HigherLearning58-61.
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developmentincreagd careersatisfactiorwhich in turn leadsto individuals stayingwith the same
firm. Theseelementsareimportantaspectdo firms which remainthe domainfor trustandcustomer
service Furtherfindingsfrom my researcttonfirmedthatmentoringsupportoffereda broadvariety
of benefitsto lawyersincluding careerprogressionpoostingcareersatisfactionand consequently
minimising risks of attrition (Section4.9). Furtherdiscussionsncludedin this chapterpresentmy
recentfindings which arebasedon the S D U W L pa&ptiQndoivtieir personalexperienceand
views of the mentoringsupportreceivedduring their legal careerexperiencess seniorsolicitors,
solicitors,traineesolicitorsandjunior paralegaktaff. ThenextSection5.2will discusghethemesof

netwaking andconfidencewvhich emergedrom my findings.

5.4  Networkingand confidence

As aresultof my researchpetworkinghasbeenfoundto be oneof the main benefitsof mentoring
for thelegal careemprogressiorof the participantdan this study.Networking hasbeenidentified and
discussedn Section4.10whereit wasrecognisedas meansof a direct support,offering mentees
advancedhelp during their legal careerprogressionThe participantsof my study confirmedthat
mentoringallowed them to estadlish networking connectionseasierwith senior colleagues.The
participantsrelated the advancednetworking supportdirectly to mentoring following PHQWR UV {
supportand advicein situationswhere seniorhelp was being sought.Generally,mentorspossess
greaterexperienceand knowledgeto junior menteeshat they can sharewith them to help with
supportingurtherprogressionAlso, mentorsaregenerallymoreawareof thenetworkingcirclesand
consequentlyableto connectmenteeswith the relevantseniorcolleaguesvho can provide direct
supportasandwhenneededIt hasbeenhighlightedduring my datacollectionthatthe networking
circles were considerablyimportant during O D Z \ H&rééfprogression.Often the networking
connectionglevelopednto informal friendshipsoutsideof work facilitating opportunitiesto share

informationandconsequentlycontinuethelearningprocesgSection4.10. It hasbeensuggestedy
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someparticipantsof my study that some law firms may haveregularoutingsorganisedfor their
employee®utsideof work for examplegolfing, walking or football eventsvherecolleaguesreable
to sharanformationaswell asto build uponthe networkingconnectionsBoth, mentorsandmentees,
arethenableto talk anddiscussmattersoutsidethe formal working environmentandbecomemore
openand approachabledevelopingtheir other values,suchas confidence(discussedater in this
Section).Moreover the perceptiorandexperiencef the participantsof this studyfurtherfoundthat
male mentorsand menteesmay be better connectedas they tend to go out togethermore often,
frequentlyon aninformal basis(for example for a drink or lunch). Someof the femaleparticipants
of this studyfelt thatmalecolleagueseemo havedevelopednore informal networkconnectiongo
facilitatebettertransferandexchang®f information. Thequestiorthatarosefrom theabovefindings
was why cannotthe participantsin my researchcreatethe sameopportunities?Perhapsfemale
menteeslsopossesalilities to createsimilar opportunitieghroughalternativenobbiesandinterests
however difficulties arisein situationspotentiallyinvolving a malementoranda femalemente€*®
Thegeneraperceptiorof peoplemaysuggesthatwhenamaleandafemak mentoringcoupledecide
to go out for adrink or lunchtogether they areimmediatelybeingseenaspotentiallya couplein a
relationship**® This createdurther difficulties for femalementeesvhosementorsremainmalesfor
the obvious reasons Nonethdess, the further findings of my study show that mixed mentoring
relationshipglo not posespecificissuesn female O D Z \ Ebtk¥§rogressiorasiong astheyremain
in formal settingsor during the working environment.Furtherindicationshavebeenmadeby the
participantsof this studythatit would not makeadifferenceto haveeither,amaleor afemalementor
to afemalementeeThisis for aslong asthey havea mentorwho hadsuccessfullyoeenthroughthe
procesdeforein orderto helpwith progressingmenteesareersprovidean appropriateadvice and
helpachievegoalson theway to soliciting qualification.Moreover,participantsvho choosego have

no childrenor havenotyetdecidedo haveafamily werehappyto alsohaveeitheramaleor afemale

448 Anne G. BogatandBelle Liang, Genderin MentoringRelationshipgSagePublicationd_td 2005).
449 JearE. RhodesAnneG. Bogat,JenniferRoffman,PeterEdelmamandLisa Galasso,u < R XMéhkoringin Perspective:
Introductionto the Special , V V EBI0R)30 (2) AmericanJournalof CommunityPsychologyl49-155.
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mentor.However,they indicatedthat their preferenceto havinga femalementorwould havebeen
greateiif theydecidedo havechildrenandfamily. Theyfurtherrevealedhathavingafemalementor
who hasreachedhe partnershigevel of their careerwhile havinga family and childrenprovided
themwith an admirablemodelto copy as discussedn Section4.11. Therefore,it is evidentthat
having a female seniormodelwho reachedhe highestlevels of the legal professionsupportsthe
youngergeneratiorduringtheinitial stagef the career My findingsfurthershowedhatthejunior

participantsraluedthefemalemodelfigure in thelegal professiorasit helpedthemto aspireto have
it all; family, childrenandagoodwork/ life balanceTo work with anestablishedemalepartnemwas
an aspiration for someparticipantsof my studywho further statedthat the changeseenin current
practiceare exemplifying and show how the law firm § direction was changingtowardsgreater
acceptancef flexible working (Section2.9.4. Havingwomenin leadershigolespavesthe pathfor

junior lawyersandtheir careerprogressiorasit inspiresthemto emulatesuccessfufemalefigure

within theirorganisationgSection2.9.2. Participantsndicatedthathavingmuchbroademnetworking
connectiongncreasedheir confidence(Section4.8). A significant level of increasedconfidence
helpedfemalelawyersto progresgheir careersn thelegal professiorandoperatemorecollectively
andpositively during everydaytasksandmakedecisionson their own initiatives. Whilst confidence
cannotbetawght, becausét is astateof mind;**°it canbedevelopedvith positivethinking, training,
talking with others,practiceand gainingknowledge.Therefore mentoringis seenasan inevitable

opportunityto a P H Q Webkéktpkogressiorfurtherdiscussedn the nextSection5.5.

5.5  Careerprogressionmotivation, personaldevelopmenand self-efficacy

Reviewprovidedin Chapter2, included . D Q WHipgfspectivevhich similarly werefoundin my

researchwhere participantssuggestedhat an accesd4o a mentorwas advantageouto their career

450 Mattei Dogan, p ( U R @flCR@idencein AdvancedDemocracie®(1997)32(3) Studiesin Comparativenternational
DevelopmenB-29.
451 RosabettM. Kanter,MenandWomerof the Corporation(BasicBooks1977).
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outcome Every participantof my studyfelt thathavingaccesgo eithera singlementoror numberof
mentorsduring their legal careersvasan excellentopportunityfor their further careerprogression.
Additional findings alsorevealedthat whethermentoringwas compulsoryor voluntary,formal or
informal, havingacces$o amentoraddedorosperouspportunitesto their careerdevelopmentThis
echoeghe initial view of mentoringintroducedby Kram in 1977 (Chapter2). Moreover, . UDP V
subsequentindings affirmed that the mentaship can significantly enhancedevelopmenin early
adulthoodandalsoin the mid-career stageof the moreexperiencedndividual. The findings of my
study also revealedthe successiorelementof mentoringsupportreceivedparticularly from the
feedbackof more junior participantswho desiredto becomefully qualified solicitors Their
perceptionssupportedthe earlier findings that mentoringcan significantly help early legal career
progressiongsthis is whatthey haveexperiencedin addition,earlierresearctprovidedby Dreher
andAsh*? (Section2.2) found that menteesexperiencingextensivementoringrelationshipgeceive
additionalpromotionsjncomeandan overall betterjob satisfaction Kram § Subsequenfindings*>®
of mentoringalso offer an array of potentialbenefitsfor a female mentor, suchas organisational
recognitionaloyal baseof supportcareerejuvenationandimprovedjob performancéSection2.2).
This canbedirectly relatedto thefindings of my studywhich provedthatmentoringofferedfemale
lawyersfparticipantsa rangeof potentialbenefitsincluding networkingacrossvariousdepartments,

careeradvancemenrdndindividual job confidenceandsatisfactionChapterd).

Furtherfindings of my researchrevealedthat menteegerceivedncreasednotivationduring their
mentoringjourney.Section4.12 discussedhe empiricalevidencehatdemonstrateeow motivation
was perceivedas a profound benefit for the participants,improving their career focus and
advancementMotivation was thereforefound to be a significant and influential elementin the

participantscareerprogressionin orderfor the motivationto exist, the supportivebondbetweena

452 GeorgeF. DreherandRonaldA. Ash, A ComparativeStudyof MentoringAmong Men andWomenin Managerial,
ProfessionalandTechnicalPositions(1990 75(5) Journalof Applied Psychology539-546.
453 Kathy E. KramMentoring at WorkGlenview IL Basic Books 1985).
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mentoranda menteanustexistto supportthe desireto achievetheir goals.Often,motivationcanbe
lostif the supportis takenawayhencejt is importantto ensurethatthe mentoringrelationshiplasts
for anecessarperiodof time, sometimeghis may beindefinitely, basedon aninformal connetion
betweertwo people Havingmotivatingstaff, it helpsandensureghatthelessexperiencedtaff can
focusontheir progressiorthroughothersandbehaviourtthatsupportsothersduring variousstage of
O D zZ\ idddeérprogressionsNecessanbalane should be consideredvhen mentoringcontinues
indefinitely, especiallyto reducetherisksto the otherstakeholder$or example the mentorsandthe
firm itself. If mentoringsupportwasto lastindefinitely, further pressuresre addedto the mentors
who will be providing additional supportand also the firm who will be potentially managingthe
overall support.Therefore therewould be somelevel of managingthe processneededo help to
continuewith theongoingmentoringsupport.Futureresearchmaybe consideredn exploringhow a
bestpracticementoringmodel could supportthe stakeholdersn potentially managingmentoring

indefinitely.

Progressingn a legal careerrequirescompletion of various stages,from traineelevels of the
professionto patentially achievinga senior partnership.Every progressionstage posesvarious
challengesTherefore mentoringintroducesa pivotal stepand offers supportfrom professionato
personalevel of the progressiorto embraceon the P H Q WcHrekevsyVhenthe mentoringpair is
foundto havea goodbond,the menteds ableto settleinto the newrole with more confidenceand
focus on their professionaldevelopmentMy researchrevealedthat some participantsfelt that
mentorsprovide encouragemerfor further careerdevelopmenthroughoutthe legal careerswhilst
providing adviceasto how to meetown personalaims (Section4.9). With this level of support,
including professionabnd personalmenteesare then capableof focusingdirectly on careergoals
andadievementsvhich consequentifelpsthemwith careemprogressioro qualificationandfurther
seniority Earlierfindings of Crow and Matthews(Section2.7) revealedthat mentoringinteraction

providedemotionalsupportthroughthe developmenof very close relationshipsThis alsoprovedto
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be the sameoutcomeof my researchwhere 55 per cent (12 participants)found mentoringto be
significantly helpful from a personalperspectiveincluding an emotional support(Section4.6).
Although, mentoringfocuseson supportingprofessionaldevelopmentjt hasalso beenfound to

providepersonakupportto individualswho thenbuild furtherconfidenceandprogression.

5.6  Summary

Following the review of the literature in Chapgwhere the broad acceptance of the benefits that
mentoring schemes provide to organisations and those individuals involved has been established.
Furthermore, mentoring is being seen in many countriessatresvorld and used as a developmental
mechanism to improve forever changing environment. Such schemes atestablished and
developed in the education and business sectors as described in Se6t@muR.7 yet, are largely

missing or are only a rafively recent phenomenon in law firms (Sectib8). Therefore, this study

further contributes to the existing knowledge by providing the empirical data received from the
female participants and the experiences of mentoring support received duringdhticdreers.

Their qualitative responses offer unique and broad data of mentoring support that contributes to the
existingbody of literatureof mentoringin law firms. Particularfocusis basedon the effectsof the

S D U W L me®ip®Xpefiencesromthefeministperspectiveasall the participantsof this study

werefemalelawyers.

Thefindingsof thisresearctarethe S D U W L per&priQndhatifeconfirmed. U D RefiNerfindings
mentoringprogrammesuppored the participantscareerprogressionn law andasa resultsomeof
the participantanovedto a moreseniorpositionon the completionof their mentoringprogramme
Furtherfindingsalsoreconfirmed. D Q Wedtleffihdings thathavinga mentoris anadvarageous

positionfor the menteethathavealsobeenfound duringmy researchWith the supportof a mentor,
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femalelawyer participantsfound to gain additionalsupportand developedurther confidenceand

motivationto helpwith their progression.

Eachparticipatinglaw firm offered different type of supportvariedfrom a formal or an informal
programmendeitherfor aspecificperiodof time or indefinitely, or both Thisstudyfurtherrevealed
thattherewasalack of consistencyn mentoringsupportavailableto the participatingmenteesanda
lack of monitoringof the programme$asbeenidentified Dueto thelack of monitoring,therewere
limited opportunitiego drawanyfurtherconclusionsor outcomeof thementoringsupportreceived
by the participantsandto learnabouteachprocesghoroughly Despitethis lack of monitoring,both
formal andinformaltypesof mentoringofferedanindefinite supportto the participatingmenteesand

furtheropportunitiedo furthertheir careerprogression.

The empiricalevidencegainedfrom this researctprovided an additionalassistancandsupportfor
the participatinglaw firms and other, including generatinga deeperunderstandingf mentoring
programmesavailable and the effects of mentoring on female lawyers' career progression.
Developmenbf a successfutareelin law remainsa long andtirelessjourneywherementoringcan
offer substantialsupportparticularly to femalelawyers. Particularcontributionto the knowledge
refersto the multi-mentorsupportrevealedoy someof the participantsof this studywho statedthat
this would createmoreadvantageougositionfrom their perspectiveon mentoring. The participants
felt that the multi-mentormodel can substantiallysupportfemale O D Z \ idddeéfrogressiorand
provide additionalopportunities Having the supportfrom a numberof diversementors variety of
advice and assistanceduring mentoring can potentially presentopportunitiesto build greater
networkingconnectionsandaccessa wider rangeof experiencesk-urthermorenetworkingplaysa
significantrolein building andstrengtheningP H Q Webhfidéficevhich was arotheressentiafactor

duringthe participantsfcareerprogression
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Following theabovediscussiorof the mainkey findings of my researchl moveontothe conclusive
Chapter6 of my studywherel demonstratehe originality of my findings andthe contributionto
knowledgethroughfilling the gapswithin the existingliteraturearoundthe lack of empiricaldata
aroundmenoring in law firms. | outline the potentias for future researchproposalsn Section6.2
before exploring practical implications and potential recommendationdor law firms' future
mentoringprogrammesl will concludethis thesisby including my reflective diary including main
themesarisingfrom my doctorallearninganddevelopmentgburneyas well ashowthisresearctset

aplatformfor my futureresearclandfurthercareergrowth.
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Chapter 6 Conclusive Summary of the Research

6.1  Originality and contribution to knowledge

Themainpurposeof this studywasto examineperception®f the effectsof mentoringopportunities

in law firms with a particularfocuson female O D Z \ Edde¥firogressionin Chapter2, the thesis
beganwith anoverviewof mentoringfollowed by a discussionof the formal andinformal typesof
mentoringthat may be availableto individualsin organisationspeforeaddressngRUJDQLVDWLR
concertedmovesto the formal advancemenbf such initiatives and their rationale?** Having
recogniseda gapin the existingbody of literaturearoundmentoringwithin law firms, my research
focusedon gainingqualitativedatafrom femalelawyersparticipantsvho offeredempirically based
evidenceon their individual experiencesf mentoringsupportwhich addedan original contribution

to knowledge

Chapter2 furtherexploredthe broaddefinition andremit of mentoringschemesaswell asproviding
a critique of mentoringschemedrom an internationalperspectiveputlining the effectsof cultural
andorganisatioal normson suchschemesievelopmenandimplementationThe chaptercontinued
by discussingmentoring schemesfrom different sectoral perspectives(including education?®®
busines$>¢in additionto the legal sector specificallylaw firms). First, it hasbeenrecognisedhat

mentoringin educatiorhnasbecomeprogressivelyparamounasamodeof professionatlevelopment

454 eandroGalli, p ' H P Diey @entoringAmong 6 0 ( V(8013)Departmenfor Businesdnnovationand Skills

ihttgs://assets.Qublishing.service.qov.uk/qovernment/uploads/svstem/uploads/attachment data/file/263226/d¢mand_for
mentoring among SMEs.gdaccesse@6 SeptembeR019.

455 Andrew J. Hobson,PatriciaCastanheirand Kerry Doyle, u0H Q WandQogchingAcrossthe 3UR IH VRZWB)Q V
ResearctandEnterprise University of Brighton
https://www.brighton.ackiresearckandenterprise/groups/education/reseapehjects/mentoringand-coaching |
acrossthe-professions.asgxaccesse@6 Septembe019.
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andaninvestmentin earlycareetawyers**’ Fromtheeducaion policy aspectmandatorymentoring
is an oxymoronsignaling a hidden curriculum whereteachersare requiredto mentorand make
documentedains**® Mentoringin educatiorformsa partof theteacher'sob role and,asKirkhant*>®
revealedmentoringis animportantelementin the processof job introduction.Further,mentoring
providesanadditionalsupportfrom the early stageof newly qualifiedteachersvhich helpsmentees
with settlingin the newjob andassistswith future careemprogressionFurthe finding of ' 1 $ E B*% H
confirmedthata high level of mentoringsupportis regularlybeingsharedetweerfaculty andpeer
mentorsconsequentlyesultingin betterpracticeandsupportfor their studentsThe aspecbf cross
departmentaimentoringwhere menteescould have multiple mentorsfrom a rangeof departments
known as the multi-mentormodelwas also found during my research(Section4.4). Mentoringin
educationhas beenusedin practicefor many yearsnow and 2 G H @e@efakéf! confirmed that
teacherswho undertookmentoring supportduring their careerswere still in the professionand
teaching Moreover,the mostvaluedaspeciof the mentoringexperiencevasthe emotionalsupport
which helpedthe junior teacherghroughthe challenging stagesof the profession.Mentoring still
remainsanimportantelementof W H D Fddrddipxofjressiorandtheir ongoingon-job support.lt is
evidentfrom the findings of my researchthat mentoringsupportreceivedby the participantsof my
study alsoprovided an emotionalsupport(Section4.6) which cortineouslyhelpedin dealingwith
issuesmore constructivelyand confidently (Section4.8). Mentoringsupportin educatiornprovesto
be animportantstageduring W H D Fdardddovofjressiorwhethe is beingimplementedduring an

early or a later stageof their careers Further,the researchof Sorcinelli and Yun®? revealedthat

457 SarahJ. Fletcherand Carol A. Mullen, Handbookof Mentoringand Coachingin Education(SagePublications_td

2012).

458 Carol A. Mullen Mentoring: An Overview(SagePublications_td 2005).
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mentoringis a vital contributionto a successfulacademiccareer,particularly for womenas the
findings from my researchsuggestd to be the samewhere participating female lawyers found

mentoringto be necessargontributionto their successfulegal careers

In the businesssector,mentoringis also seenas a developmentool*¢3which helpsthe individual
within the organisation.*5* Mentoring helps individuals to develop within the organisational
framework, especially an understandingof the FR P S D @aljeg and a realisation that the
organisatiorhelpsthemfeel theyaremakingaworthwhile contribution?¢® While menteesgjain skills
and specific knowledgefrom their seniorpeers,they also developa deeperunderstandingand a
sharperfocuson the R U J D Q L \¢uxivelwRih hspswith their careerprogressiori®® Mentoring
in businessenterpriseis a common practice. Thomsm and others*®’ found that successful
businesswomenwho work togetherwith the most experiencd mentors provide a substantial
influence by acting as powerful patronsand supporters.This study echoesthe abovementioned
approachhroughthedemonstratiomf how someof the femalelawyers menteesvho participatedn
my studyhaveactuallyprogresedto becomeamentorshemselve$or morejunior femalecolleagues
(Section4.11). Having femalementorsin the legal practicesupportsthe junior female lawyersto
strivefor successndencouragetheir furthercareemprogressior{Section4.12). Furthersimilarities
were identified betweenmentoringin businessand mentoringin law firms including HPSOR\HHV {
satisfaction(Section4.7). Clutterbuck®® found that mentoringis one of the fastestgrowing aspects

of peopledevelopmenin businessand, with the successfuprogrammeof mentoringand further

463 GordonF. SheaMentoring,A Guideto the Basics(KoganPagel992.

464 GeorgeDelvaux,SandrineDevillard-HoellingerandMary C. Meaney, 1 BusinesCasefor Women:2UJDQLVDWLR Q
(2008)4 The McKinsey Quarterly1-7.

465 Geof Alred, Bob Garveyand Richard Smith, The Mentoring PocketbookManagemenPocketbookd imited and
StylusPublishing1998).

466 RajahsGhoshand ThomasG. Reio Jr, u & D WBHndfits Associatedwith Mentoringfor Mentors: A MetaAnalysis'
(2013)83(1) Journalof VocationalBehaviourl06-116.

467 peninahThomson JaceyGrahamand Tom Lloyd, A : R P D @Pfaveis in the Boardroom:The Roadmap(Palgrave
Macmillan2008).

468 David Clutterbuck, p 0 H Q WadmuQrihg Partnershipn / H D U Q1994) %(1) BusinessMentoringin Revolution
19-22.

188



P H Q Wpkbgtgsgiorandsatisfactiontheretentionlevelsarelikely to remainreasonablystableand
reflect the successof the organisation.Further findings from Raging®°® revealedthat mentoring
relationships help break down the barriers in promoting the advancementof women. By
understandingn R U J D Q L YulivelwrRrQefiddethenableto aligntheirgoalstothe RUJDQLVDWLR

strategioobjectiveswhich allowsthemto progresgo a moreinfluential seniorposition.

Anothercrucialaspectvithin thebusinesprofessioris productivitysupportedy mentoringandalso
seenin the legal sector.Mentoring programmegrovide costeffective staff developmeniwwherea
mentoroffers substantiahelp within their mentee'sesponsibilitiesvhich increaseshe motivation,
productivity and performancef the mentee Moreover,Kahle- 3 L D V H’Efdinigg confirmedthat
mentoringprogrammesn organisationsanbehelpfulin improvingandtransferringknowledgeand
lead to greaterjob satisfactiorandretentionon employeestesultingin higherbusinesgproductivity.
With employeesatisfactionin mind, the following three key points of a successfulmentoring
programmaenclude:first, athoroughunderstandingf the organisationalneedsandrequirement$or
a mentoringprogramme;second,considerationof the appropriatetype of mentoringprogramme
availablebasedon the organisationalcommitmentand availability; and third, the adaptationof
appropriatemeasureso monitar the mentoringprogrammeand communicatiorabilities within the

team?’!

Whatis evidentfrom thereviewof theliteratureis thebroadacceptancef thebenefitsthatmentoring

schemesprovide to organisationsand those individuals involved.*”? Mentoring is used as a

469 Belle R. Ragins, 4 % D UtbNiettdring: The Female0 D Q D J H.\D'H/P @ E89)42(1) HumanRelationsl-22.

470 jsa Kahle-Piasecki,u 0 D N & Ii@ehtoringRelationship/Nork: Whatis Requiredfor OrganizationaBucces€(2011)
12(1) Journalof Applied BusinessandEconomics46-56.

471 Bonnie C McKenzig Friendsin High Places:The ExecutiveWoman$ Guide (Businessand ProfessionaPublishing
1995).

472 Cliff Olsson, Andrew Cruickshank and Dave Collins, p0 D N IM@rtoring Work: The Need for Rewiring
(SLVWH P(ROOERI{1) Taylor & FrancisOnline Journal50-64.
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developmentamechanismto improve forever changingenvironment:’® Such schemesare well-
establishecdinddevelopedn the educationand businesssectorsyet seemto be largely missingor

areonly arelativelyrecentphenomenoin law firms.4"

Chapter2 continuedby examiningthegendeimpactof mentoringschemesnthe positionof women
in organisations |t is broadly reportedthat men succeedwithin mentoring schemesput less
conclusivefindings areavailablein relationto femalestaff4’® The chapterconcludedy identifying
therelativepaucityof availableempiricallybasedesearchdentifying theimplicationsfor womenin

the legal sectorof mentoringschemesThis gapin the literatureis addressethroughthe empirical

findingspresntedin thisthesis,underpinnedy a feministphilosophy.

The empirical evidencefocusedsolely on the female S D U W L perSdpt@ivsb¥/thieir mentoring
supportduring careerdevelopmentsvithin thelegalfield. The datareflectsvariousoutcomeof the
participantsmentoringexperiencesluringdifferentstagef their careersncludingjunior, qualified
andseniorlevelsof the legal professionThe qualitativeresponseseceivedirom the participantsof
this studyaddedoriginality to the currentknowledgeandtherefore not anecdotalMoreover,during
thelastfifty years therehasbeena significantgrowth of diversificationin the legal sectorandthe
year2018 (from the lateststatisticsavailableup to date)hasseenwomensolicitors outhnumbeing
their male counterpartsn practice?’® The legal field remainsa demandingprofessionand, despite

this significant change,men continueto dominatethe upper levels of the legal profession?’’

473 esleyPetersenSujaPremchandraandGarry Clayton, p 0 H Q Wd&aMeGhhnisnfor OrganisationaDevelopment
in aGlobally Changing(Q Y L U R @R &ddhingandLearningwith Technologyl37-147.

474 ElizabethK. McManus, p, Q W L P lalEne/CuRu@e of Avoidance:Genderlssuesand Mentoringin Law Firm
3 U D F {®00%)B3{1) UrbanLaw Journal217-231.

475 NormaT. Mertz, WhyWomen$ U HIQehidred(ERIC Clearinghousd 987).

478 The Law Society,Annual StatisticsReport2017
<http://www.lawsociety.org.uk/suppeservices/researetiends/annuastatisticsreport 201 74 accesse@1 October
2019.

477 JudithK. Pringle,CandiceHarris,KatherineRavenswood, ynne Giddings,IreneRyanandSabinalaeger,u: R P M @
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Therefore,this study outlined the female lawyers participaQ WeXpgriencesand effectivenessof
mentoringsupportthey havereceivedduringtheir legal careersto fill the gapof the empiricaldata

availableandfurtherunderstandingf femalelawyersprogression

Chapter3 explainedhe methodologyusedfor this studywhichwasbasedn empiricalresearchwith
the qualitativemethodchoserto achievethe researctobjective(Section3.3). With all femalebased
participantsjt wasinevitableto include the feminist theorywhich consequentlyunderpinnedhis
study.The qualitativemethodprovidedrich datafrom the S D U W L FievisRr@axXpéfiencesf the
mentoringsupportreceivedduring their legal careerprogressionQuestionnairessemistructured
interviewsandsnowbal samplingsupportedhedatacollectionandhelpedtheparticipantswith their
reflections.In supportof themethodsselectedor this study,| referto previouslycarriedoutresearch
into mentoringin educationby Leund’®who also usedqualitative metrod of researchincluding
guestionnaireandinterviewsasresearclinstrumentdo collectnecessargata.Othermethodological
approachesncluding, casestudies,were also considerechowever,basedon the chosenresearch
guestionbeing, mentoringand pereptionsof its effectson the progressiorof femaleparticipants]
careersthechosemethodgSections3.4and3.5) providednecessaryeflectionof ther experiences.
Furthermorel alsoreferto Pattonf*( approactwho supported usingualitative methods of research
as they provida true reflection of a conducted examination of effectiveness, empirical data collection

and thoughtful analysiwhich was necessarfor my research

Througha deepand thoroughdataanalysis,the key findings were producedand are presentedn
Chapterd. Theseincluded:first, alack of consistencyn mentoringsupportacrosshe participating
law firms with limited evidene to ascertainwhether formal or informal types of mentoring

programmeghat provide bettersupportfor the menteesHowever,the ongoingfactor of mentoring

478 Mee Lee Leung, p & K D U D F oY EffddtiveWdnFoxingin Higher Education:Perspetive of Studentand OHQW R U V
(University of Leicester2001).
479 Michael Q. PattonQualitative evaluation and research meth@2¥ edn, Thousand Oaks Sage Publications 1990).
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provided along-termsupportfor thementeepartcipantsSecondmentoringassistedemalelawyers
participantscareemprogressioriSectiond.9) which hasalsobeenestablisheé@crossotherprofessions
including education(Section2.7) andbusinesgSection2.6). Third, therewasa lack of monitoring
of the mentoringsupportreceivedby the participans of this study.Whetherthe mentoringsupport
wasof a formal andaninformal type, the participantsconfirmedthattherewere no written records
takento offer detailedconfirmation.This is a valuablecontributionto knowledgethat could further

suppot mentoringprogrammes$f monitoringwasavailable.

Moreover,asfemalelawyershaveonly recentlyoutperformedheir malecounterpart@smentioned
earlierin thischapterandcurrentlyform themajority in practice theystill struggleto reachthesenior
levelsof the professionMentoringprovided opportunitieso femalelawyersfparticipantancluding
necessargupportto strivefor the careemprogressiorirom thejunior levelsof the professionThird,
it hasbeenfurther found that, throughmentoring,the participantsgainedconfidence(Section4.8)
which supportedthem in day-to-day responsibilitiesincluding client focus and decisiormaking.
Opportunitiedor developingfurtherandwider circlesof networking(Section4.10 wasfoundto be
anotheroutcomeof mentoringin the participatinglaw firms. Networkingwasfoundto offer support
in transferring knowledge leading to a greaterjob satigaction and assistingfemale lawyers
participantsin gaining wider connectionswith more colleaguesfrom different departmentsand
offices. Having wider networks,motivation growth (Section4.12) wasfoundto play an important
role asaresultof mentorirgin S D U W L Edr&pQahesstbnSomeparticipantfound mentoring
to be motivatedand inspirationalto emulatesuccessfulfemale figures within the firm and get
involvedin theself-developmenbpportunitiesSeeingotherfemalelawyersprogressindnelpedwith

thevision of successor the participantsvhichwasyet anotherpositiveaspecbf mentoringsupport

As explainedabove,mentoringprovided wider opportunitiesfor networking(Section4.4) andthe

participantsfelt that their progressiorcoud further developthroughthe employmentof a multi-
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mentormodel. The participantdelt thatthe multi-mentormodelwas a helpful opportunityto share
knowledgeleadingto a greaterjob satisfactioncareerprogressiorand consequentlyreductionin
atttiition levels. The multi-mentormodelis potentiallymoredifficult to putinto practicedepending
onthesizeof alaw firm andparticularly, with availablementorsacrosgshe board.Smallerlaw firms
may not potentiallybe ableto offer this type of multi-supportwhereaghe largerlaw firms may be
ableto offer supportacrosghedepartmentandevencrossoffices. Someof the participantdelt that
the multi-mentor model would offer a strongernetwork position, especiallyfor the more junior

lawyerswith somuchyetto learn.

Having taken the step to researchthe area of mentoring and upon hearingthe SDUWLFLSDQ
perceptions| feel that mentoringin law firms remainsunderresearchedvith some difficulties
recruiting participantsfrom law firms, many of whom manyseemedeluctantto participatein this
type of researchThis aspectmay be takento be further exploredin future researci{Section6.3). |
would hopethat my researchfindings will attracta wider interestwithin the legal professionas
mentorings becomingamorepopularmechanisnfor traininganddevelopmenacrosghelegalfield
and particularly, female lawyers. | hopethat my study can assistlaw firms with furthering their

mentoringvision andsupportingH P S O Rfuklii¢ &fefelopment.

In summary throughthe literaturereview, | demonstrate gapsin the existing body of literature-
specifically of mentorng in legal practicein the UK and the perceptionsof female ODZ\HU V
participantsof the effectivenes®f mentoringschemesThis thesisprovidesan original contribution
to knowledgeby presentingempirically basedevidenceof the effectsof mentoringprogrammesand
its constituensupportandassistancep thoseparticipatinglaw firms aswell astheirfemalelawyers'

experiences.
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| feel thatmy researctcancontributeandprovidea baseline for furtherfutureresearchn this area

of law andtherefoe, | proposdutureresearclrecommendations the nextSection6.2

6.2  Future researchproposals

It hasbeenrecognisedfor a numberof yearsthat the proportion of men and womenin various
occupationggreatly differentiates’®° This differencehasresultedfrom a large numberof aspects
including economicfactors, individual perceptionsjevels of education,and the presenceof role

modelsandmentors.

Thefirst recommendatioffior future researctwould be to expandthe studyacrossmorelaw firms,
potentially with a centralbasein any particularlocation and mentoringprogrammesn place.In
addition, further insightsinto the practiceof mentoringsupportcould be gainedthroughfollow up
interviewswith currentparticipantdo ascertairwhethementoringprovidedfurtheropportunitiesor
the participantsandeventuallydevelopedheir careerdo seniorpositions.This would relatemainly

to the participantsat early careerstagesf the profession.

Further recommendatiorrelates to conductinga further qualitative study exploring mentoring
programmesn law firms on a wider scaleandits operationto ascertainbestpracticewhich could
consequentlchangdaw | L U RWrgntpracticewith regardsto training and careerdevelgpments.
Thelengthof how far this canpotentiallybe reacheds yet unknownhowever crucial changesnay
beadoptedvhichcouldthenleadto theestablishmentf arecognisedhresholdstandarebf mentoring
programmescrossall law firms in the UK andthe developmenbf an associatedProtocolon how

law firms couldfacilitateimprovedmentoringprogrammes.

480 RobertM. Blackburnand JenniferJarman, p* H Q G Blddup&@ionsExploring the RelationshipBetweenGender
Segregatiorand , Q H T X RQ06)&/1\(¥) InternationalSociology289-315.
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As a final recommendatioffior future researctcompriseto explorethe study of mentoringsupport
acrossotherlegalfields including the Bar andthejudiciary. Similarly to law firms, thereis limited
empirical evidenceavailable acrossthose legal fields which proposesfurther area of research
potentias. 6 L P P Rapivlgconfirmed thatgenderequalityat the Bar is still 50 yearsaway*8! The
Bar Standard8oard(BSB) hasrevealedhatif the currentrateof changaemainghe samethenthe
numberof femaleQueen’'sCounse(QCs)will notmatchthe numberof maleQCsfor atleastarnother
50years AstheBarhasalwaysbeenaverywhite male orientategorofessioranddespitemorefemale
QCsenteringthe Bar currently, the gapremainsvisible 82 Somestatisticaldataillustratesthatfrom
0.7 percentof femaleQCsin 2015,the numberhasrisento 15.8 percentin Decembe018%3 The
barriersfacedby womenbarristergelateto retentionandprogressionvithin the professionSimilarly
to law firms, the Bar andthejudiciary professionsalsoexperiencenequalityat the seniorlevels of
the profession.The lateststatisticsfrom BSB further confirm that thereare only 278 femaleQCs
comparedo 1,476 male QCs.With this substantiakqualitygapat a seniorlevel of the EDUULVWHU
professionthe Bar Councilis seekingto changethis througha rangeof long-runningprogrammes.
Theseinclude mentoring women and Black, Asian and Minority Ethnics (BAME) barristers,
providing leadingequalityanddiversity adviceto chambersandpromotingthe Bar to stateschool
studentsTherefore future researctcould potentially fill the empirical gap identified by exploring
the extentto which those programmesare successfulFinally, | recognisea significant lack of
literaturein theareaof mentoringin thelegalfield, particularlyin the UK which shouldbeaddressed

duringanyfutureresearchn this areaof law.

481 RichardSimmons,Bar StandardsBoard: GenderEquality at the Bar Still 50 YearsAway (The Lawyer 27 January

2017).
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6.3  Practicalimplications

Someof the challengeexperiencediuringthis researchncludedorganisationahndsocietalissues.
The nature of this study required the establishmentof trust betweenthe researcherand the
participatinglaw firms as well as the participants Someof the implicationsincluded finding a
commongroundof reasonabldrust and communicatiorwith law firms who were protectve over

their operationakxcellenceandon occasiorunwilling to releasanformationabouttheir mentoring.

Furthermore the qualitative study was conductedamong twenty-two executivewomen (female
lawyers)in six law firms which meansthat the findings cannotbe generalisedo otherlaw firms
acrosshe UK. Nonethelesshis researchmay potentiallybe of interestto otherlaw firms andmay
helpto inform the developmenbf the future approached-urthermoregvidencegatheredrom the
S D U W L per&ptigndgemginsoriginal andthe empiricalnatureof this studysupportsts valueand

newknowledgeaddedo the existingliteraturein this areaof research.

Otherimplicationsfor not expandinghe studyfurtherincludedlack of accesgo morelaw firms and

potentialparticipantsat this particulartime. However,my researctprovides a sustainabldasefor

futurecommunicationsvith furtherlaw firms andpotential participants.
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6.4  Practicalrecommendationgor law firms offering mentoringsupport

Taking into considerationthe findings of my research,| feel that the following practical
recommendationsiay be consideredy the law firms who wish to offer mentoringsupportto their
employeesTherecommendationareasfollows: first, to considerequalmentoringopportunitiesy
eitheraformal or aninformal supportof the programmeSecondthe multi-mentoropportunitieghat
may be consideredo supportall menteesqually. Furtherconsideation may include a reasonable

systemof monitoringthe mentoringprogrammeso aid furthermenteegprogression

As in any professionsome employeesnay only wish to settlein their current positionandwould
feel satisfied of that achievementwhereasothers may seek senior status during their career
progressionlt is therefore,inevitableto ascertainL Q G L Y lc&eelyaald §nd setan appropriate
planof actionto help with their desresandassistthroughshortand/orlong term progressionThis
may be donethroughmentorshipandmonitoringthe processlit canbe consideredhatevery mentee
mayhaveavariedlevel of confidenceandtherefore maybefacedwith variousbarriersthattheyfind
difficult to overcomelt is thereforethe mentor'sesponsibilityto establisithe P H Q Winidakifegses
in orderto proposeaplanto helpwith adevelopmenotf appropriateskills to manageP H Q WgkbWwtN. §
Furthermorenetworkingmay offer opportunitiesto supportmenteegso expandtheir networksand
makefurther professionatonnectionsWith wider networksincluding crossdepartmentalmentees

coulddevelopfurtherconfidenceandself-efficacyto helptheir ongoingcareerprogression.

Anotheraspector law firms to consideris the appointmenbf potentialmentorsto assistPHQWHH V
careerdevelopmentsA mentorshouldbe someonef eithergendemhois a seniorand experienced
individualwilling to investtheirtime andenergyto supportajunior colleagueby providingvaluable
adviceandfeedback A mentorshouldhavean ability to listen to their menteesand establishthe

frameworkof their relationship.This would providevaluablehelp andsupportfor junior menteeto
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continuedevelopng their legal careersand further progression Although the focus remainson
menteestherearealsovaluablebenefitsfor eachmentorto gainfrom a mentorshipwhich includes
theirpersonatlevelopmentMoreover theycanfurtherdeveloptheirleadershp skills whichtheyuse
to supportmenteesPotential mentorsmay help to assesand measureavailableopportunitiesfor

theirmenteedeforedecidinguponfurtheractions.

Moreover,determiningthe law | L U Btxufitureof the mentoringprogrammes animportantstage;
for example decidingfirst, on the managemenand monitoring processeand seconddetermining
an appropriatdengthfor the mentorship the structureof the mentormenteemeetingsand further
monitoringof their relationship.Oncethis stagehasbeenthoroughlyconsideredcommunicatiorto
all employeesvould berecommendetb offer the mentoringprogrammeandfurtherencouragement

givenequallyto all employees.

Variousissueqeedto be consideredeforesettingup a mentoringprogramne anddependingpnthe

law firm andits size the following aspectshouldbe consideredncluding, budgetscoordinating

staff, potentialsponsorsandcostsinvolved. However,mentoringprogrammeganbe setup without
significantcostsif mentorswverewilling to providetheirtime andsupporto menteesandorganising

their own placeandtime of meetingsThis mayinvolve their meeting takingplaceduring PHQW R U TV
lunchbreak,whichwould reducepressuresntheirbilling hours.However ,if anorganisabn wasto

setup aformal mentoringprogrammethis mayrequirethe appointmenbdf coordinatingstaffto take

chargeof thewhole processvhich will of courseaddcoststo the mentoringprogrammeaitself.
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6.5 Reflectivediary

Thevoyageof discoveryis notin seekingnewlandscapebutin havingneweyes 4

The progressiorof this researchs the mostinspirational,challengingandfulfilling encountethat|
haveexperiencedn my entirelife. | havealwaysput myselfin a positionto strive for more.l enjoy
a challenge as it improves my motivation and eagernesgo succeed The most significant
achievemengainedthroughthis doctoraljourneywas learningnew aspectof life andseeingthem

from differentperspectives.

On reflection,doctoralresearchs very challengingand certainly not an easyjourney,in particular
with English not being my first language However,the continuationof learning, motivatedmy
desiresandassistedneall theway throughthis challengingourney. The experiencénasbeensimply
supremel havelearntso much aboutmyself and many aspectsof life, now seenfrom different
perspectivesl am more understandingand respectful.Doctoral journey has supportedmy career
developmenandenabledmeto researchan areaof law thatl am passionat@bout.l hopeto have
made a difference, not only in my careerand personalprogressionbut also otherswho seek

developmenin their careers.

| am gratefulto somanypeople,someof whom| havealreadymentionedn the acknowledgement
sectionfor makingthisjourneypossible | amextremelypassionataboutdoctoralstudiesandwould
like to continuewith my furtherresearchourney,supportingothersin a mentoringcapacitywho are
going throughchallengesanddifficult timesoften doubtingtheir potentials.'Nevergive up'is my

motto.

484 7KH 7THOHJUDSK p1HOVRQ ODQGHOD ,Q +LV 2ZQ :RUGVY /RQGRQ
<https://www.telegraph.co.uk/news/worldnews/nelsaandela/9734032/Nelsevandelain-his-own-words.htm|>
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The doctoraljourney hastaken me throughvariousstagesof different challengs to appreciatehe
valueof thequalificationthatawaitsme Looking at my continuingdevelopmenturingthis doctoral
researchl seechallengeambition,motivation,progressiorandeagernest succeedl look forward
to furtherdoctoraljourneyswithin thelegalfield to continuemy zealousandtirelessresearchecareer

path.
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APPENDIX 1

Ethical approval letter from the university

Our Ref AM/KW/D&S -65

1 March2016

EdytaJ. Madej
PostGraduateResearcher
Departmenbf Law andCriminology
SheffieldHallam University
Heartof the Campus
CollegiateCrescenCampus
Sheffield

S10

INTERNAL

DearEdyta

Requestfor Ethical Approval of ResearchProject
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Your researclprojectentitled"Mentoring and its Effects for the Progressionof Female
6 R O L F CakeBrd) Nabeensubmittedfor ethicalreviewto the Faculty'srapporteurandl am
pleasedo confirmthatthey haveapprovedhe ethicsrelatingto your project.

| wishyou everysuccessvith your researctproject.

Yourssincerely

ProfessoA Macaskill

Chair

FacultyResearcltthicsCommittee
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APPENDIX 2

Date

Law firm nameandaddress

DearSir/ Madam

My nameis EdytaMadejandl amcurrentlyreadinga PhDin law atthe SheffieldHallam University

underthe supervisiorof Dr. Jamesviarson{J.Marson@shu.ac.pk

The aim of my researchis to examinethe lived experience®f female solicitors and their career

progressiomwith theinvolvementof a mentoringprogramme.

In orderto progressmy studyfurther,it is necessaryo interview femalesolicitorstaking partin a
mentoringprogrammewho would be willing to sharetheir experiencesvhich will form partof my

thesis.l amwriting to enquirewhetheryouwould considerto discusamy projectfurther.

Thestudywouldinvolve anin-personnterview,consistingof six questionsvhich | would like to put
forwardto willing participantsTheinterviewis likely to lastapproximately20 minutesandwould
beheldatthemostconvenientime andlocationfor eachinterviewee Pleasdind attachedny ethical

approvalletteranda copy of the questiond would like to askthe participants.
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Finally, theoutcome®f thisresearctwill bemadeavailableto all participantsandto yourfirm which

| believewill bring additionalvalueto the mentoringprogrammeand further developmenbf your

employeesPleasenote that all the datawill be keptanonymous! am very happyto provide any

additionaldetailsor to discusghis projectfurtherif thatwould be helpful.

May | thankyou in advancdor your cooperation.

Yoursfaithfully

EdytaJ. Madej

Edyta.J.Madej@student.shu.ad

.uk
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APPENDIX 3

Questionnaire

Whatis your positionwith the firm:

1. Whenandwhy did you commenceahe mentoringprogrammaeat this law firm?

2. From the careerdevelopmentpoint of view is the mentoringprogrammehelping your career

progression?

3. Whatis your desiredoutcomeof the mentoringexperience?

4. Do you feelthatthe mentoringprogrammehashelpedyou to advanceyour legalcareeror achieve

your desires?

5. Haveyou movedto a seniorpositionfollowing the completionof the mentoringprogramme?
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APPENDIX 4

Doctoral Researcher:

EdytaMadejedytamadej@hotmail.co.{dnd/ orEdyta.J.Madej@student.shu.aqg.uk

Director of Study:

Dr JamesMarsorjJ.Marson@hu.ac.uk

Ethical ConsentForm

"Mentoring and its Effectsfor the Progressionof Female 6 R O L F CakeBrs) V |

| understandhatmy participationin this studyis voluntaryandthatl amfreeto withdrawatanytime

without giving areasorandwithout detrimentto myself.
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How to withdraw: Pleasesendan email confirming your withdrawalto the Doctoral Researcheof

thestudy.Pleasenote 14 dayscooling off periodin caseof withdrawal.

| understandhat it will not be possibleto removemy datafrom the project onceit hasbeen

anonymiseandforms partof the dataset.

Thedatawill be heldby the SheffieldHallam University,andit will be usedfor the purpose®f this

researchThedatawill beseenby theDoctoralResearcheSupervsorsandtheDirectorof theStudy.

| agreethatany datacollectedmay be publishedin anonymoudgorm in academidoooks,reportsor

journals.

| agreeto takepartin this study.
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