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Norton Rose Fulbright LLP –
Career Strategies Programme (CSP)
Norton Rose Fulbright is a global legal practice. We provide the world’s pre-eminent corporations and financial
institutions with a full business law service. We have more than 7,000 people based in over 50 cities across Europe, the
United States, Canada, Latin America, Asia, Australia, Africa, the Middle East and Central Asia.

Overview

Business Case

Our Career Strategies Programme (CSP) is a global
modular development programme developed by
Carolann Edwards, Global Director of Learning &
Organisational Development, and has been tailored to
the needs of Norton Rose Fulbright culture, systems and
processes. The programme is staffed with experts in
women’s development and has been designed by
women, for women, and delivered by women. The CSP
programme was the first of its kind in the legal sector,
intended to develop women’s confidence in going for
partnership and help managers see the important role
they have in pushing women towards partnership.
Launched in May 2010, the CSP runs annually with
20-23 delegates (88 have participated in total) in
Europe, Middles East and Asia.

In 2009 our Global CEO, Peter Martyr and Deirdre
Walker, Head of Dispute Resolution and Litigation,
Europe, Middle East and Asia recognised that the
under-representation of females at Partner level was a
business critical issue. When it costs £175k to train each
new lawyer, it is a real issue when too many women
leave. Peter Martyr, recognised that many women leave
because they are not made partner.

The programme was carefully designed, based on
research and focus groups. It was sponsored by Deirdre
Walker, Head of Dispute Resolution and Litigation, and
visibly supported by senior leaders including the Global
CEO, Peter Martyr.
The objective of the CSP was to increase the number of
female partners in Europe, Middle East and Asia from
16% to 21% over three years, starting in May 2010. We
wanted to improve retention of talented women
lawyers, improve recruitment of female lawyers and
create a more diverse partnership, reflective of the
population of our clients.

We undertook extensive research, debates, focus groups
and testing prior to launching the programme. Key
activities included recalibrating the Diversity & Inclusion
Committee and creating a Steering Group to participate
in developing the programme.
Themes that emerged included, business development
and networking skills, lack of confidence barring the
path to partnership, male attitudes towards women
around female advancement and flexible working, few
positive female role models and lack of clear career
discussions.
We needed senior leaders to engage in this programme
and to openly support it to ensure its success. The
Global CEO has been a strong supporter from the start
and the other programme sponsor, Deirdre Walker, is a
member of the Executive Committee. Without their
support there would not have been the endorsement to
allow the participants to take 6, otherwise chargeable
hours, out to participate in the programme, nor would
we have had the number of senior people engage and
volunteer their time at dinners, networking events and
as sponsors.

///////////////////////////////////////////////////////////////////////////////////////////

Team leaders also have to play their role in identifying
the right women to participate in the programme via
our talent management process. The process sees us
reviewing each associate individually with a particular
focus on women and diverse associates. Through the
process we identify individual developmental needs and
women are nominated to attend the programme. Topics
discussed include mentor/sponsor relationships, offering
stretch opportunities to challenge associates, mobility
assignments and competency development.
There was resistance along the way about positive
discrimination and this was addressed by citing what
positive action means. There was also a solid factual
business case in the metrics.
We promoted no women in 2008 and 2009, in London
and in the two years prior to that, only 3 women and 8
men. The percentage of women partners in EMEA was
16% and it was 12% in London. Something had to be
done to encourage the female talent pipeline to put
themselves forward for partnership.

Innovation
Participants each have an induction meeting, a session
on objective setting and a briefing on the Myers-Briggs
type indicator. They then receive a copy of their MBTI
report, are allocated a personal coach and receive six
executive coaching sessions.
The course training content covers gender dynamics,
confidence, personal branding, finance and business
development. Delegates also have access to senior
managers at various dinners and networking events.
Role modelling opportunities are provided via a panel of
female partners talking to delegates about their own
experiences of progression to partnership and life as a
partner. It is women-only to ensure the creation of a
non-judgemental space for women to honestly discuss
the challenges they faced and find solutions.
The aims of the CSP are to ensure that newly promoted
female partners have the confidence, knowledge and
skills to succeed as partners and to help female lawyers
understand their value to the business and the firm’s
commitment to retaining their expertise. It also helps
supervisors of female associates better manage and
enable their career progression.
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A spin-off of the programme has been the 13 women’s
networks established across offices in Europe, Middle
East and Asia.

Outputs
The programme launched in 2010 and we saw an
immediate impact:
•

In 2011 50% of those promoted in London were
women. More than 60% of the partners made up
in London in 2012 and 2013 were women.

•

In 2012 13 associates across Europe Middle East
and Asia were promoted to partner – 62% were
women and 88% of these were CSP alumni.

•

The 21% target for women partners was met.

Not only was our volume of women partners boosted to
21% and our target met, but we can further validate the
success of the CSP by comparing the financial
performance of female partners who had been though
the programme with other female and male partners
who had not:
•

Women partners who had been through CSP
outperformed financially other women partners by
52.6% in 2012/2013, and their male colleagues by
36.5%.

•

Beyond financial performance, comparing the
behavioural performance of our new female
partners with new male partners illustrates how
women perform better on ALL measurable area

The programme is available in Australia, Canada,
Europe, Middle East and Asia and is expected to launch
in South Africa in the future.
Comments received from CSP Participants
“If NRF had not done this, I would be much more likely
to have moved to another firm”
“Illuminating and invigorating – given me a new
confidence to strive for the top without fear of failure”
We can say, with confidence, that CSP has had a
significant direct impact and will continue to play this
role globally as we reach for the next milestone.

