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Strategic context of legal consulting business 

• Everyone is a star! 

• What’s the point? 

• Right mind-set not process! 
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Talent management strategy at Linklaters 

• Systems and processes 

• Pool vs pipeline 

• They should know they are valued 

• Right opportunity 

• International secondment   
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Case study – Our Deal 
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Case study – checking engagement 

Engagement  Index 

    

Item  Favourable  Neutral Unfavourable 
2014 % 

Favourable 

I have a clear understanding of my possible career paths 

in Linklaters. 
53% 

I have a meaningful career conversation with Partners I 

work with /My Manager at least once a year. 
68% 

I receive timely and helpful feedback. 37% 

I am encouraged to show flexibility by taking an active 

interest in areas outside my immediate 

team/practice/function. 

61% 

I can achieve my personal career goals at Linklaters.             68% 
5% 

17% 

5% 

21% 

11% 

63% 

44% 

32% 

47% 

42% 

16% 

28% 

37% 

21% 

26% 

11% 

6% 

21% 

5% 

16% 

5% 

6% 

5% 

5% 

5% 
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A value proposition that will really make a difference 

 

 

 

 

 



7 

International secondments programme 

London: 

15 Associates 

Dubai: 

2 Associates 

Hong Kong: 

1 Associate 

Warsaw: 

2 Associates 

Individually tailored 

Re-deployment 

Structured approach 

Opening potential 

Talent identification 

Singapore: 

1 Partner 

Tokyo: 

1 Associate 
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Key recommendations 

• Look at the pipeline not the pool 

• Unique Value Proposition 

• Aligned objectives 

• Key role for HR 
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Questions? 


