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FLEXIBLE
BENEFITS AS
AN INCENTIVE
FOR EMPLOYEES

45%
of all firms will be offering
flexible benefits as part of
a reward package

77%
of top 20 firms will be
offering flexible benefits as part
of a reward package

31%
of firms outside of Dublin will
be offering flexible benefits as
part of a reward package
The way we work in Ireland is changing.
The 2016/2017 Smith & Williamson survey
of Irish law firms found that “the number
one reward firms will be implementing
over the coming three years is flexible
benefits (45% of all firms, 77% of top 20
firms, 31% of firms outside of Dublin)”.
For the top 20 firms, unpaid leave (54%)
and sabbaticals (38%) are expected to be
part of the reward package.

SURVEY RESULTS

80%

of younger members selected
work/life balance as a concern

In a November 2015 Younger Members Committee
survey of Law Society members qualified since 2001,
80% selected work/life balance as a concern. Younger
members in private practice (86%) are more
concerned about work/life balance than members
employed in-house (71%) or in the public sector
(79%).

(See www.lawsociety.ie/committees)

“Having watched the trend for a shorter
working week in other European countries –
such as Sweden, Denmark and the Netherlands
– I decided to adopt a flexible approach to how
I work. My productivity was not affected by
working fewer hours. I deplore the long-hours
culture within the law – it hurts individuals
and families, and I cannot see any appreciable
benefit for the firm or client. Long hours do not
mean more productivity. ”

Susan Martin, partner, Martin Solicitors, Dublin

(See www.smith.williamson.ie)
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CONSIDERATIONS
FROM THE
EMPLOYER’S
PERSPECTIVE

“Modern technology has developed and advanced to the

w What is the reason for the
request for flexibility?
w What are the needs of the
business?
w Is the arrangement
possible given the nature
of the role?
w What are the workload 		
implications for other 		
staff ?
w How do we ensure that we
comply with our equal
opportunities policy?

stage where it can make working in solicitors’
offices more acceptable and manageable for those
seeking to either job share or adjust their hours at work
in an office, despite the ever-increasing
demands of clients.”

Pat O’Connor, managing partner, P O’Connor & Son, Mayo

“Technology really facilitates flexible working arrangements.
For me, being a working mum, getting home to see my family
in the evenings means a lot. The ability to forward my desk
phone to my mobile and connect to the server at home means
that I can do this. We don’t need to be at our office desks to
work anymore. Flexible working arrangements can also drive
efficiency, as it encourages people to maximise their time, and
it can be a real incentive to employees. While there are times
when it is necessary to stay in the office, overall we are no
longer restricted to one location when working.”

Sarah-Jane Clifford, associate solicitor, Beauchamps, Dublin

1

2

3

FROM THE
EMPLOYEE’S
PERSPECTIVE
w Why do I want flexible
working? 		
w What would work for me
and my employer?		
w Will I be able to complete
my work on time?
w What IT and other
support would I need?		
w Can I afford any
consequential impact on
my terms and conditions?
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STEPS TO ACHIEVING AN AGREED FLEXIBLE WORKING ARRANGEMENT

Informally discuss
flexible working
with your manager.
Consider what options
might work for you
and for your employer.

Submit a business
case to your
employer, setting out
in detail how flexible
working will operate
in practice.

Engage with your
employer to try to
find a mutually
beneficial
arrangement.
Consider a trial
period.

If you and your
employer agree to
proceed with
flexible working, then
that arrangement
should be formalised
and a time for review
agreed.

If your employer
decides not to
proceed with
flexible working,
you should request
an internal appeal.
The outcome of that
appeal will be final.
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Be prepared to invest

Consider running a

extra time at the

small-scale pilot scheme

beginning, to make

for a set period of time

things run smoothly
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Establish clear

Develop a plan detailing

Embrace technology to

expectations at

when, where, and how

ensure access to

the start
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you will be available
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documents on the go

If emergencies arise,

Put measures in place

Review, evaluate, and

the flexible working

so that documents and

make changes to the

arrangement should not

emails can be easily

arrangement
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located

as required

TOP TIPS
FOR SUCCESSFUL
FLEXIBLE WORKING

complicate the response
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“ The introduction of agile working at William Fry has
been a really successful development. It has enabled us
to support team members in a really positive way, and
we have worked hard to make sure that it is seamless
for clients – because there can be no compromise in
ensuring that they receive the best service. It is an
initiative that needs to be managed carefully, but with
the right team members and in the right circumstances,
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+353 1 672 4800
+353 1 672 4801
general@lawsociety.ie
www.lawsociety.ie

it can work really well for everybody.”
law society
younger members committee
Bryan Bourke, managing partner, William Fry
www.lawsociety.ie/committees
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