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About the Research  

Background and Purpose 

In 2008, the Retention of Women in Private 
Practice Working Group of The Law Society 
conducted a series of consultations to better 
understand movements within the legal 
profession in Ontario among women. 

The Final Consultation Report of the 
Working Group put forth a series of 
recommendations to promote the 
advancement of women in private practice. 

In order to better understand and begin 
benchmarking movements and changes 
within the paralegal profession among 
women, The Law Society commissioned 
Navigator to undertake an analysis of 
paralegals who have filed a change of 
status. 

Three years of research data (2016-17 and 
2019 and 2020) have been collected and 
combined in order to inform the Law Society 
about gender-related trends among 
paralegals, in addition to informing the 
development of initiatives to support and 
retain women and men in the paralegal 
profession – with an emphasis on practice in 
a paralegal or law firm (private practice). 

This report also compares the 2016-2020 
data with a benchmark wave of research 
(2012-2014) to provide analysis of changes 
over time. 
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About the Research  

Research Methodology 

This report presents results from a survey 
conducted online among a sample of 
paralegal members who changed status or 
business information in 2016-2017, 2019 
and 2020. 

Paralegal members  are required to inform  
the Law  Society  immediately  when their 
work or practice status  or business  
information changes. A  file of  those who 
provided The Law  Society  with a change of  
status  or business  change notification was  
produced  and provided to Navigator.   The 
file was  then “cleaned”,  removing duplicate  
records  (if  any) and  those records for which 
an email address was  not  supplied.  

Once the cleaning process was complete, 
the remaining paralegal members were sent 
email invitations requesting participation in 
the Change Survey. 

Areas of Investigation 

The survey instrument was designed to 
obtain information from each survey 
respondent about: 
•	 Their previous status (i.e., their status 

prior to filing a change of status); and 
•	 Their current status (i.e., their status after 

filing a change of status). 
Respondents were asked a number of 
detailed questions related to their previous 
and current positions, including: 
•	 Practice or work setting; 
•	 Main areas of practice; 
•	 Benefits and policies provided in the 

workplace; 
•	 The importance of specific reasons in 

driving a change of status; and, 
•	 Attitudes concerning their workplace 

environment 
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About the Research  

Target Groups and Response Rates 
This report presents results from a survey 
conducted online among a sample of 
paralegal members who changed status or 
position in 2016-2017 and 2019-2020. 

In 2016-2017, 1369 paralegal members filed 
a change of status or position with the Law 
Society. This is lower than the previous 
sample period (2014). 

In 2017, the number of paralegal members 
of the Law Society was 7,683. Based on 
the 1369 paralegal change of status or 
position records that were submitted in 
2016-2017, 18% of paralegal members 
submitted a change in that period. 

In 2019-2020, 1254 members filed a change 
of status or position. This represents 
approximately 13% of the paralegal member 
base in 2020 (9,606)*. 

** 2020 Law Society Annual Report 
https://lawsocietyontario.azureedge.net/media/lso/media/annualreport/documents/statistics-membership-2020.pdf 
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About the Research  

Response Rates 

The response rate for the 
survey administered to the 
2016-2017 sample was 
consistent with previous 
years (32%). The response 
rate for the survey 
administered to the 2019-
2020 sample was significantly 
lower (22%). This may be in 
part be attributable to the 
COVID-19 pandemic. LSO 
has had lower response rates 
with other research it has 
conducted during this period. 

2012 2013 2014 2016-
2017

2019-
2020

Change of Status 
Population: 
Number of records sent 
by The Law Society 

1088 1273 1516 1369 1254 

Survey Population: 
Number of email 
invitations sent after 
removing duplicate 
email addresses and 
those with no email 
addresses 

797 974 1410 1159 1254 

Survey Sample: 
Number of members 
who completed the 
questionnaire 

252 274 410 369 273 

Response rate: 
Survey Sample  
Survey Population 

32% 28% 27% 32% 22% 
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About the Research  

Margin of Error 

•	 A sample of 642 respondents provides a 
margin of error of ±3.7 percentage 
points, 19 times out of 20. 

•	 All survey samples and polls may be 
subject to multiple sources of error, 
including, but not limited to, sampling 
error, coverage error and measurement 
error. 

•	 Throughout this report, percentages 
have been rounded to the nearest whole 
number. As such, there may be 
instances where results do not add to 
100 percent. 

•	 In order to show significant differences 
between groups, the following symbols 
are used. Unless otherwise noted, all 
differences reported are significant at 
the 95% confidence interval. 

Legend of Significance Symbols 

• ▲ = Significantly greater proportion relative 
to the previous status 

• ▼ = Significantly lower proportion relative to 
results from the previous status or position 

• ↑ = Significantly greater proportion relative to 
results from the benchmark wave of research 
(2012-2014) 

• ↓ = Significantly lower proportion relative to 
results from the benchmark wave of research 
(2012-2014) 

• = Significantly greater proportion relative 
to another comparator group (e.g., women 
versus men, those who have remained in a 
paralegal or law setting versus those who 
have left practice in one of these two 
settings. 
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Executive Summary: Survey Respondent Characteristics  

CHARACTERISTICS OF THOSE WHO 
ANSWERED THE SURVEY 

According to the 2020 Law Society of 
Ontario’s membership statistics, there are 
currently 9,607 paralegal members of which 
3,699 are providing legal services (38%)**. 

In the period from 2019-2020, 1254 
members submitted a change of status 
request. This represents 13% of all LSO’s 
paralegal members. 

Based on the proportion of survey 
respondents who reported they were 
practising in a paralegal or law firm prior to 
their change (55%), when generalized to the 
broader population, this means that 19% of 
paralegal members who are providing legal 
services made a change that involved 
moving within a paralegal or law firm setting 
or moving out of one of these two settings. 

What are the characteristics of those 
making a change? Survey respondents in 
the most recent wave of research (2016-
2020) are more likely to be women and tend 
to be younger than the LSO paralegal 
membership: 

•	 73% of respondents are women, 
7 points higher than the LSO 
membership. 

•	 64% are under 40 years of age 
compared to 53% of the membership. 

The focus of the analysis for most of this 
report is to examine change trends among 
strictly those who changed status or position 
that did not involve a move into or out of 
maternity/ parental leave or retirement. 

** 2020 Law Society Annual Report 
https://lso.ca/annualreport/2020/home 
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Executive Summary: Key Take-Aways  

1) Women and men who have submitted a change of status are equally likely (35%) to 
report that immediately after they were first licensed they practised in a paralegal or law 
firm (private practice) setting. 

2) Across both waves of research (2012-2014 and 2016-2020), there has been a 
significant decline in the overall proportion working in a private practice setting after a 
change of status or position. 

3) While in the benchmark wave the decline was driven by women leaving private 
practice, in the most recent wave there is a decline in the proportions of both men and 
women in private practice. 

4) The rate of decline in private practice in this most recent wave is consistent between 
women and men. However, women are nonetheless significantly less likely than men 
to be in private practice after a change. This is because they were also less likely to 
have been in a private practice setting prior to their change. This suggests that at some 
point fairly shortly after licensure women are leaving private practice to a greater extent 
than are men. 

5) The research findings support this, with women under 35 years of age in both waves 
reporting they are less likely to be in private practice after a change whereas there is no 
change among men under 35 years of age. 
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Executive Summary: Key Take-Aways  

6) It is telling that many women who are leaving private practice believe they are giving up 
the opportunity to use their paralegal skills. There has been a significant decline in the 
perception that their current position provides the opportunity to use their paralegal 
skills (32%) compared to their previous position (60%), a 28-point drop. There has 
been no decline among women who have remained in private practice. 

7) Women who have moved out of private practice, however, report enhanced 
opportunities for career advancement, as well as better pay and benefits in their new 
position – the attributes they were least likely to feel described their previous position. 
These women also report that their current workplace is more likely than their previous 
workplace to promote the principles of equality, diversity and inclusion and to foster 
work-life balance. 

8) With the exception of work-life balance, women who have left private practice are much 
more likely than women who have remained in private practice, and more likely than 
men overall, to cite all these attributes as drivers of a change. 
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Executive Summary  

Female  
Members  

% in private 
practice  prior to

a change 

56% 

 

% in private 
practice  in 

current  position/  
setting 

39% 

Drop of  
17 points 

Male  
Members

% in private  
practice  prior to 

a change 

67% 

% in private 
practice  in 

current  position/ 
setting 

49% 
Drop of  

18 points 

CHANGES IN PRACTICE SETTINGS 

Both waves of the Change Survey (2012-2014 
and 2016-2020) have seen the representation 
of paralegal members in private practice 
following a status or position change. 

In the benchmark wave of the research (2012-
2014) the extent to which women were leaving 
private practice was significantly greater than 
men. This gap has disappeared in 2016-2020 
with both women and men leaving at the same 
rate. 

A trend that has continued through both waves 
is one that highlights that women are less 
likely than men to be working in a private 
practice setting both prior to their change in 
status or position (56% of women and 67% of 
men), and after their change (39% and 49%, 
respectively). 

This leads to the question – were women less 
likely than men to take a position in a private 
practice setting when they began their careers 
as paralegals. For the first time in the Change 
Survey, we asked respondents to tell us their 
status immediately after they were licensed. 
The results indicate that women (35%) and 
men (34%) were equally likely to have started 
out their career in private practice. 

However, the finding that women making a 
change are less likely than men to be doing so 
from a private practice position and are less 
likely to be moving into a private practice 
position suggests that they are choosing not 
to remain in private practice. LSO’s 2018 
paralegal member statistics confirm this: 
Female paralegal members are significantly 
less likely overall to be practising in a 
paralegal or law firm setting (30.7%)* 
compared to male members (58.2%)*. 

** 2020 Law Society Annual Report 
https://lawsocietyontario.azureedge.net/media/lso/media/annualreport/documents/statistics-membership-2020.pdf 
Page 4: Practising as sole owner, partner, employee, associate 
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Executive Summary  

A closer look at practice setting indicates 
that women have been significantly more 
likely than men to work specifically in a law 
firm setting prior to their change in both 
waves of research, and once they make 
their change, they are significantly less 
likely to remain in this setting. In 2016-2021, 
25% of women were in a law firm setting 
prior to their change compared to 12% 
among men. After a change, however, 
there are only 16% of women working in this 
setting – a 9-point decline. There is no 
significant decline for men. 

This trend over two waves of research may 
indicate that there are characteristics about 
law firm practise that are more likely to 
factor into female paralegals moving out of 
practise in the setting than it does for men. 

UNAIDED REASONS FOR CHANGING 
STATUS OR POSITION 

The main reasons  members  indicate they  
have made a change of  status  or position – 
on an unaided basis  – are to improve 
remuneration  or benefits  (28%),  and to 
enhance practice  opportunities  (25%) 
including better quality  of  work,  use of  skills,  
and the opportunity  for advancement.   

There is little difference by gender in the 
proportions citing these reasons. 
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Executive Summary  

Aided Reasons for Change 

The job allows me  
to balance career  

and family 
52% 

The pay is better 51% 
The job allows me  
to use my talents  

and paralegal skills 
51% 

Job security is good 50% 
My current position 

promotes principles of 
equality, diversity  

and inclusion  

47%

AIDED REASONS FOR CHANGING 
STATUS OR POSITION 

On an aided basis, however, balancing career 
and family obligations rises to the top as a 
consideration (52% report it is an important 
driver). The same issues raised on an 
unaided basis also appear in the aided list of 
most important factors (i.e., better pay, use of 
paralegal talents and skills, job security). 

Almost half (47%) identify the promotion of 
principles of equality, diversity and inclusion 
as an important factor in driving a change. It 
is the fifth most frequently mentioned factor. 

Overall, women and men in 2016-2020 are 
generally consistent in the importance they 
accord these factors. 

Where the relative importance of these 
factors differs is between those who have 
remained in a private practice and those who 
have left it. 

Those who have remained in a private 
practice setting prioritize the opportunity to 
use their skills - it is their number one reason 
for their change (62%). This is followed by 
being able to control scheduling (55%) and to 
balance career and family (55%). 

By contrast, those who have left private 
practice prioritize better pay (63%), job 
security (59%), and, like their colleagues who 
have remained in private practice, balancing 
career and family (54%). 

These differences are amplified when the 
lens turns solely to women. Those who have 
left a private practice setting place greater 
emphasis on better pay (69%) and job 
security (67%) compared to their colleagues 
who have remained in private practice (44% 
and 47%, respectively). 

16 



   
  

      
   

     
   

    
  

    

  
  

    
   

   
   

  
  

  
   

 
  

   
   

    
 

Executive Summary  

THE ROLE OF BENEFITS IN A CHANGE 
OF STATUS OR POSITION 

While benefits are identified less frequently 
as a driving factor in a change of status or 
position, the results suggest that the type of 
positions that are sought by respondents-
whether a paralegal firm, law firm or some 
other setting - offer a cross-section of 
benefits that were not available to many 
prior to their change. 

Proportions  for 16 of  the 19 benefit  and 
policy  categories  examined are higher for 
respondents’  current  position or setting than 
for their previous  one.  

The data suggest that women, more so than 
men, are moving to settings where the 
availability of pension plans, flexible work 
arrangements (flexible full-time work hours, 
part-time work, leave of absence) and 
policies to address discrimination and 
harassment, special needs, and formal 
mentoring are available. 

The greater likelihood of having access to 
benefits/policies after a change is most 
evident among women who have left a 
private practice setting (higher incidence of 
access to benefits/policy in 14 of 19 
categories). This contrasts with women who 
remained in a private practice setting – an 
increase in access for only 5 of the categories 
examined. 

17 



  
 

   
   

 
    

    
     

  
    

     
 

  

     
  

 
  

 
 

  
  

 
 

  
 

   
      

  
  

 
 

Executive Summary  

UNAIDED REASONS FOR LEAVING 
PARALEGAL PRACTICE 

After a change of status or position, 51% 
indicate that they are neither practising as a 
paralegal in a private practice setting, nor in an 
alternate setting. Among this group, the most 
frequently mentioned reason for not practising 
is a perceived lack of paralegal positions (i.e., 
19% indicate they have not been able to find 
work as a paralegal). 

Other reasons provided by at least one-in-ten 
are: 
•	 Position or contract ended/requirement to 

leave position (14%) 
•	 Can't afford to practise/ can't make enough 

money in practice/ poor income (13%) 
•	 Work-life balance: (12%) 
•	 Better opportunities in a new position (11%) 

Women who have left paralegal practice 
place emphasis on being able to find better 
opportunities in their new position (including 
job stability and opportunity for advancement) 
as the main reason for leaving practice 
(19%). 

LIKELIHOOD OF RETURNING TO 
PRACTICE AS A PARALEGAL 

One-third of those who have left paralegal 
practice believe it is unlikely they will return. 

There is no significant difference between 
women and men on this issue nor has the 
incidence changed significantly compared to 
2012-2014. 
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Executive Summary  

BRINGING PARALEGALS BACK TO PRACTICE 

Those who have left paralegal practice were 
invited to provide suggestions as to how the LSO 
could assist them to return. Suggested most 
frequently were : 
•	 Job search and networking assistance (18%) 
•	 Mentoring (11%) 
•	 An increased scope of paralegal practice (9%) 
•	 Lower LSO fees and less onerous regulations 

(8%) 
•	 Education/training/refresher courses for those 

returning (8%) 
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Respondent Characteristics Compared to LSO Membership  

This section provides an overview of the 
demographic characteristics of respondents 
in this wave of results (2016-2017 and 
2019-2020) compared to the benchmark 
wave of research (2012-2014). 

These respondent  characteristics  are also 
compared with the characteristics  of  the 
Law  Society  of  Ontario’s  (LSO) paralegal 
member base**  and change notification  
filings. 

The gender representation of survey 
respondents is consistent with those who 
submitted a change notice to the LSO. 

(Page 24) According to LSO records,  72% of  
all change notices  filed were submitted by  
women from  2016-2020.   This  is  slightly  
higher than their representation in LSO’s  
member base in 2020**  (66%).  

The proportion of women among respondents 
to the survey (73%) is consistent with LSO 
records of change notices filed by women 
from 2016-2020 (72%). 

(Page 25) The age ranges of  those who 
completed  the Change Survey  are consistent  
with the LSO’s  2020 member statistics. 

** 2020 Law Society Annual Report 
https://lawsocietyontario.azureedge.net/media/lso/media/annualreport/documents/statistics-membership-2020.pdf 
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Respondent Characteristics Compared to LSO Membership  

(Page 26) About one-quarter of respondents 
(13%) report that they were licensed as a 
paralegal in Ontario in 2007 or 2008. The 
largest group of respondents (43%) were 
licensed in or after 2015. 

Two-in-ten respondents (21%) report they 
have not yet practised as a paralegal. This 
proportion has increased from 2012-2014 
(13%). Over four-in-ten (44%) have been 
working as a paralegal in Ontario for less 
than five years. 

(Page 27) The 2020 Law Society paralegal 
membership data indicates that 2% of its 
paralegal members self-identified as 
belonging to an Indigenous/Aboriginal 
community and 33% self-identified as 
racialized. The composition of the Change 
Survey respondent base is consistent: 2% 
Indigenous/Aboriginal and 31% racialized. 

23 



   

Respondent Gender Compared to LSO’s Member Distribution 
and Those Who Provided a Change Notification 

GENDER  
LSO   PARALEGAL 

MEMBERSHIP S TATISTICS 

2014 2020 

LSO  PARALEGAL CHANGE  
NOTIFICATION  RECORDS 

2014 2016-2020

SURVEY  RESPONDENTS 

Wave 2012-2014 Wave 2016-2020
n= 6711 9470 n/a 2615 894 642 

% % % % % % 

Women 58 66▲ n/a 72 67 73▲ 

Men 42 34 n/a 28 33 26▼ 

Other self-identification n/a n/a n/a n/a n/a 1 

** Law Society of Ontario 2019 Annual Report (Page 24)  
Note: W12-14  represents  data collected over three years  – 2012-2014. 

24 



   

Age of Survey  Respondents Compared to LSO’s Paralegal   
Membership Statistics 

AGE  

LSO   PARALEGAL 
MEMBERSHIP STATISTICS 

2013 2020** 

SURVEY  RESPONDENTS 

Wave 
2012-2014

Wave 
2016-2020

All  respondents 

Wave 
2012-2014

Wave 
2016-2020

Women 

Wave 
2012-2014

Wave 
2016-2020

Men 
n= 5428 9470 894 642 596 467 298 167 

% % % % % % % % 

<30 years of  age 24 
47% 

23 
53% 

25 

49% 
22 

54% 
32 

59% 
26 

62% 
12 

32% 
13 

36% 
30-39  years 23 30 24 32 27 36 20 23 

40  to 49  years 22 18 24 19 24 16 26 26 

50  to 65  years 23 23 25 17 21 35 33 

Over 65  years 
30 

6 3 2 1 1 7 5 

AVERAGE  AGE n/a n/a 41 40 38 38 47 45 

** 2020 Annual Report: 
https://lawsocietyontario.azureedge.net/media/lso/media/annualreport/documents/statistics-membership-2020.pdf 25 
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Year of Licensure of and Length of Time as Paralegal of Survey 
Respondents Compared to LSO Paralegal Member Statistics 

LSO   PARALEGAL 
MEMBERSHIP S TATISTICS 

2014 2020 

SURVEY  RESPONDENTS 

Wave 2012-2014 Wave 2016-2020
n= Not available 9470 894 642 

% % % % 

YEAR OF PARALEGAL LICENSE 
2007-2008 n/a n/a 27 13▼ 

2009-2011 36 n/a 40 13▼ 

2012-2014 64 n/a 33 31 
2015-2018 - n/a - 36 
2019-2020 - n/a - 7 

LENGTH OF TIME AS PARALEGAL 
Have not yet practiced (0 years) n/a 13 21▲ 

Less than 5 years 
74 

n/a 61 44▼ 

5 to 9 years n/a 11 20▲ 

10 to 19 years n/a 8 9 
20+ years 

26 
n/a 7 5 

26 



 

                  

Membership in Equity-Seeking Community  

LSO   PARALEGAL 
MEMBERSHIP S TATISTICS 

2013 2020 

SURVEY  RESPONDENTS 

2012-2014 Wave 2016-2020
n= 4456 9470 894 642 

% % % % 
RACIALIZED  EQUITY-SEEKING* 33* 17* 31▲* 
Arab 1 n/a n/a 1 
African  Canadian/Black 7 n/a 6 7 
Chinese 5 n/a 3 5 
East Asian 1 n/a 1 <1 
Latin Hispanic 4 n/a 1 3 
South Asian 9 n/a 5 5 
Southeast Asian 2 n/a 2 3 
Other 4 n/a 4 7 
NON-RACIALED EQUITY-SEEKING n/a 14* 13* 
Indigenous/Aboriginal  communities 2 n/a 2 2 
Francophone n/a n/a 2 2 
Gay/Lesbian/Bisexual 2 n/a 2 4 
Person with disabilities 5 n/a 6 7 
Other  * n/a n/a 5 10 
DO  NOT  IDENTIFY  WITH  EQUITY-SEEKING  
COMMUNITY 65** 69 55▼ 

*  Note:  Multiple  mentions  accepted. 
**  Note:  In  Law  Society  paralegal member  statistics,  this  group  is  defined  as  “white”. 
Change of Status or Position Q.4: Please check any of the following characteristics with which you self-identify.  
Change  of  Status  or P osition  Q.5:  If  you  have  self-identified  as  being  Aboriginal or r acialized/person  of  colour,  please  specify how  you  identify  yourself.  27 



 
 

Change of Status – Overall Trends 
Among Survey Respondents 
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Change of Status – Approach to Exploring Overall Trends Among 
All Survey Respondents 
One of the key objectives of the research is to better understand the extent to which paralegal members are working as paralegals in any 
capacity, with a particular focus on private practice settings. To assess this, respondents are asked to indicate their practice or work setting 
prior to their change of status or position and then to indicate their current practice or work setting. 

Q6-1: From among the following, please indicate your practice or work setting while you were in your previous 
status category or position. 

Q6-2: From among the following, please indicate your current practice or work setting. 

Sole practice as a paralegal in Toronto  
Sole practice as  a paralegal  outside  of Toronto  
Working with a PARALEGAL firm of 2  paralegals in Toronto  
Working  with  a PARALEGAL firm  of 3 or  more  paralegals in  Toronto  
Working with a PARALEGAL firm of 2 paralegals outside Toronto  
Working  with a PARALEGAL firm of 3 or  more paralegals outside Toronto   
Employed by a lawyer who is in sole practice in Toronto  
Employed  by  a lawyer who is  in sole practice outside  Toronto   
Employed by a LAW firm of 2 or more lawyers IN Toronto  
Employed  by  a LAW  firm of 2 or more lawyers outside Toronto  
Some other setting as a paralegal (Please specify)  
Maternity  or  Parental  leave  
Retired  
Not working as a paralegal (Please specify)  
Not working for pay  
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Change of Status/Position: Impact  on  Incidence of Working in a 
Private Practice Setting  

Those who have embarked on a change of 
position are much less likely to be working in 
a private practice setting after their change. 

(Page 34) More than half  (55%) of  all 
respondents  who made a change were 
working in a private practice setting prior to 
their change. This  is  a significantly  greater 
proportion than those who made a change in 
2012-14 (47%).   

After the change, the proportion working in a 
private practice setting dropped by fully 18 
points (to 37%). 

This stands in contrast to 2012-2014 when 
there was no significant difference in the 
proportion working in a private practice 
setting following the change. 

Driving the decline in the most recent wave is 
a significant drop in the proportion practising 
in a paralegal firm following the change of 
position (11 points from 35% to 24%). 

There has been a drop of 7 points in both 
waves in the proportion practising in a law 
firm setting following the change. 
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Change of Status/Position: Impact  on  Incidence of Working in a 
Private Practice Setting  

Following the change, a significant group 
are working in a position where they are not 
practising as a paralegal (22% in previous 
position, 30% in current position). 

(Page 34 )This is also significantly higher 
than the proportion working but not 
practising as a paralegal following the 
change of status/position in the benchmark 
wave of research (30% and 17%, 
respectively). 

There has also been an increase in those 
who report that they are unemployed or not 
working for pay following the change (up 4 
points to 11%). 

While women (50%) were significantly less 
likely than men (67%) to have been working 
in a private practice setting prior to the 
change, the decline in the proportions no 
longer in private practice following the 
change are nearly identical (17 points 
among women, 18 points among men). 

(Page 35) Among women, the decline in the 
proportion in private practice following the 
change is greater in this wave than it was in 
the benchmark wave (7 points, from 46% to 
39%). 

Among men, there was no significant 
difference in the benchmark wave (50% 
private practice in previous position, 52% 
current position). 
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Change of Status/Position: Impact on Incidence of Working in a 
Private Practice Setting  

(Page 35) Although the declines in the 
incidence of private practice in this recent 
wave are similar, what distinguishes men 
and women is twofold: 

•	 In both previous and current settings,
men are twice as likely to be working in
a paralegal firm.

•	 However, while in their previous position
women were twice as likely as men to
be working in a law firm (23% and 12%,
respectively), in their current position
that gap has narrowed (14% among
women, 10% among men).

There are declines in both the incidence of 
working in a paralegal firm and a law firm 
among women (-8 points and -9 points 
respectively), whereas among men, the 
decline is predominantly evident in paralegal 
firm practice (-16 points), compared to a non-
significant decline of 2 points in the incidence 
practising at a law firm (from 12% to 10%). 
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Change of Status/Position: Impact on Incidence of Working in a 
Private Practice Setting  

A change driven by maternity/parental leave 
or retirement is somewhat more prevalent in 
2016-2020 than the benchmark wave. 
(Page 36) In this most recent wave, close to 
one-in-five (17%) report that their change is 
due to a move into or a return from 
maternity/parental leave or retirement. This 
is up 6 points from the last wave (11%). 

Women (16%) are much more likely than 
men (2%) to report a change driven by 
parental leave or retirement. This traces to 
maternity/parental leave, which is reported 
only by women (12%). 
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Change of Status – Overall Trends  

Among Total Sample  
ALL  SURVEY  RESPONDENTS 

Wave 2012-2014

Previous Current 

Wave 2016-2020

Previous Current 
n= 894 894 642 642 

% % % % 
Combined  – Paralegal practice  in paralegal firm  or law  firm 47 43 55↑ 37▼↓ 

Combined:  Practice  in paralegal firm  (sole practice  or larger firm) 30 33 35↑ 24▼↓ 

In sole practice 15 24▲ 23↑ 17▼↓ 

In paralegal  firm  with 2 or more paralegals 15 9▼ 11 7▼ 

Combined:  Practice  in law  firm  (sole practice  lawyer or larger law  firm) 17 10▼ 20 13▼ 

With a lawyer in sole practice 6 2▼ 5 3 

In a law  firm  of  2 or more lawyers 11 8▼ 15↑ 10▼ 

Not practising or not  practising in paralegal/law  firm 53 57 45↓ 63▲↑ 

Practising  as  paralegal  (e.g.,  prosecutor,  legal  assistant,  law  clerk,  in business-setting, 
opening  firm) 10 9 6↓ 7 

Position  not practising  as a paralegal   (e.g.,  corporate, government,  education) 16 17 22↑ 30▲↑ 

Maternity/parental  leave 5 3 7 8↑ 

Retired 1 3 1 2 

Not working  (e.g.,  not  working  for pay,  unemployed) 11 13 7↓ 11▲ 

Other (e.g.,  student,  never worked  as  paralegal,  on  leave) 10 11 2↓ 5▲↓ 

▲▼ = significantly greater /lower than previous position / ↑↓ = significantly higher / lower than benchmark wave 
ns  = Not significant 
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Change of Status – Overall Trends  
ALL  SURVEY  RESPONDENTS 

Women 

Wave 2012-2014

Previous Current 

Wave 2016-2020

Previous Current 

Men 

Wave 2012-2014

Previous Current 

Wave 2016-2020

Previous Current 
n= 596 596 467 467 298 298 167 167 

% % % % 
Combined  – Paralegal practice  in paralegal firm  or 
law  firm 46 39▼ 50 33▼↓ 50 52 67↑ 49▼ 

In a paralegal  firm 27 26 27 19▼↓ 38 47▲ 55↑ 39▼ 

In a legal  firm 19 13▼ 23 14▼ 12 5▼ 12 10 

Combined  – NOT  in  practice  in  paralegal or law  firm 54 61▲ 50 67▲↑ 50 48 33↓ 51▲↑ 

Practising  as paralegal  (e.g.,  prosecutor,  legal  
assistant,  law  clerk,  in business-setting, 
opening  firm) 

41 47▲ 

8 8 

40 35▼ 

2 4 

Not practising  in a paralegal  or law  firm/  student/on  
leave (not  including  maternity/parental  leave and 
retired) 

26 36▲ 22 31▲ 

Maternity/  parental  leave 7 5 9 12 <1 <1 - -

Retirement <1 2 1 2 <1 5 1 2 

Not working  for pay/unemployed 6 7 6 10▲ 8 8 8 14↑ 

= significantly  greater than  other gender group  in  that wave 
▲▼ = significantly greater /lower than previous position / ↑↓ = significantly higher / lower than benchmark wave 
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Change of Status – Overall Trends  

Among Total Sample  
ALL  SURVEY  RESPONDENTS 

Wave 2012-2014

Previous Current 

Wave 2016-2020

Previous Current 
n= 894 894 642 642 

% % % % 
COMBINED:  All  those  whose  change in  status  is 
related to maternity/parental  leave or retirement  
either prior to or after their change i n 
status/position 

11% 17%↑ 

Maternity/parental  leave 5 3 7 8↑ 

Retired 1 3 1 2 

Among Total Sample 

ALL SURVEY RESPONDENTS

Women 

Wave 2012-2014

Previous Current 

Wave 2016-2020

Previous Current 

Men 

Wave 2012-2014

Previous Current 

Wave 2016-2020

Previous Current 
n= 596 596 467 467 298 298 167 167 

% % % % % % % % 
COMBINED:  All  those  whose  change i n status  is 
related to maternity/parental  leave or retirement  
either prior to or after their change i n 
status/position 

11% 16% 7% 2% 

Maternity/parental  leave 7 5 9 12↑ <1 <1 - -

Retired <1 2 1 2 <1 5 1 2 

Q6-1. From among the following, please indicate your practice or work setting while you were in your previous status category or position.  
Q6-2. From  among the  following, please indicate your  current practice or work setting.  
Base: Total sample Wave 2012-2014 n=894 / Total sample Wave 2016-2020 n=642  36 



Comparison:  Total Sample Versus Those
Whose Change Is Not Related To 
Maternity/  Parental Leave Or Retirement 
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Comparison: Total Sample Versus Those Whose Change Is Not 
Related To Maternity/ Parental Leave Or Retirement 

As the primary objective of this research is 
to examine changes of status/position 
related to practice setting, the data for 
members whose change of status relates to 
parental leave has been excluded from the 
remaining analysis in this report. 

Among the total sample of members who 
responded, limited proportions filed a 
change of status notice because they were 
leaving for (8%) or returning from maternity 
or parental leave (7%). 

A small proportion of respondents report 
that they are moving into retirement (2% in 
2016-2020). This group has also been 
excluded from the remaining analysis as 
they are not likely to return to practice. 

(Page 39) The demographic  characteristics  of  
the total sample of  Change Survey  
respondents  compared to the sample 
excluding those who have moved into or out  
of  maternity  leave,  parental leave or 
retirement,  are not  substantively  different.   

•	 In 2016-2020, the representation of
women in the sample of those who
changed a work setting or position
unrelated to maternity or parental leave or
retirement) is lower (68%) than
representation in the total sample (73%).

This reflects that only women reported taking 
parental leave. 
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Demographic Characteristics Compared  

TOTAL SAMPLE 

2012-2014 2016-2020

EXCLUDING THOSE WHOSE CHANGE IS RELATED 
TO MATERNITY/ PARENTAL  LEAVE  OR 

RETIREMENT 
2012-2014 2016-2020

n= 894 642 793 532 
% % % % 

GENDER 
Women 67 73 65 68  
Men  33 26 35 31  
Other  self  identification  n/a 1 n/a 1 

AGE 
<30 years 25 22 25 22  
30-39  years  24 32 23 26  
30-49  years  24 19 26 21  
50-65  years  23 25 24 28  
65+ years  3 2 2 2 

LENGTH  OF TIME  AS  PARALEGAL 
Have not  practiced  yet (0 years) 74 21 65% 77 19 67▼%
Less than 5 years 44 48  
5-9 years  
10  or more years 26 20

35% 23 18 33%15 15 
EQUITY-SEEKING  GROUPS+ 

Racialized  equity-seeking* (multiple mentions 
allowed) 17 31 17 33▲ 

Non-racialized equity-seeking 14 13 15 15  
Do not  identify  with equity-seeking  community  69 57 68 55▼ 
= significantly  greater than  other group  in  that wave 

+Q.4:  Please  check  any  of  the  following  characteristics  with  which  you  self-identify.   ▲▼ = significantly  greater /lower than  previous  position  / ↑↓ = significantly  higher / lower than  benchmark  wave Q.5:  If  you  have  self-identified  as  being  Aboriginal or r acialized/person  of  colour,  please  specify  how  
you  identify  yourself. 

39 ns     = Not significant 



   
  

Change of Status/Position Trends  

Among Survey Respondents Excluding Those Whose Status Change is 
Related to Parental Leave or Retirement 
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Change of Status – Overall Trends Excluding Those Whose 
Change is Related to Maternity/Parental Leave or Retirement 
The focus of the remainder of the report is to examine change trends among those who changed status or position for reasons 
other than a move into or out of maternity/parental leave or retirement. 

The analysis continues to focus on trends in the incidence of working in a private practice setting. 

Q6-1: From among the following, please indicate your practice or work setting while you were in your previous 
status category or position. 

Q6-2: From among the following, please indicate your current practice or work setting. 

Sole practice as  a paralegal  in Toronto  
Sole practice as a paralegal outside of Toronto 
Working  with a PARALEGAL firm of 2  paralegals in Toronto 
Working with a PARALEGAL firm of 3 or more paralegals in Toronto 
Working  with a PARALEGAL firm of 2 paralegals outside  Toronto  
Working with a PARALEGAL firm of 3 or more paralegals outside Toronto 
Employed  by  a lawyer who is  in sole practice in Toronto 
Employed  by  a lawyer who is  in sole practice outside  Toronto  
Employed by a LAW firm of 2 or more lawyers IN Toronto 
Employed  by  a LAW  firm of 2 or more lawyers outside Toronto 
Some other setting as a paralegal (Please specify) 
Maternity  or Parental  leave 
Retired 
Not working as a paralegal (Please specify) 
Not working for pay 
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Change of Status/Position Trends 
(Excluding Those Whose Change is Related to Maternity/Parental Leave or Retirement) 

There has been a significant drop in the 
proportion of respondents practising in a 
private practice setting (from 60% to 42%). 

(Page 45) The decline is evident for both 
practice in a paralegal firm (down 11 points 
to 28% post-change) and for law firm 
practice (down 7 points to 14%). 

There have been commensurate increases 
in those who report that they are working, 
but not practising as a paralegal (up 9 
points to 32% post-change) or are currently 
not working (up 5 points to 13%). 

Comparing results with the last wave of 
research (2012-2014), the proportion of those 
who have changed position who are 
employed but no longer practising as a 
paralegal has nearly doubled – 18% in the 
last wave, to 32% in 2016-2020. 

42 



 
  

   
 

   
  

     
  

 

 
    

  
  

   
    

 

    

 

   
      

  

    
  

 
   

   
   

  

Change of Status/Position Trends: Gender 
(Excluding Those Whose Change is Related to Maternity/Parental Leave or Retirement) 

The drop in the proportion of respondents 
working in a a private practice setting is 
evident among both women and men. 

(Page 46) Two-thirds (67%) of men report 
that prior to the change they were working 
in a private practice setting. This is 
significantly higher than the proportion of 
women who were in private practice prior to 
their change (56%). 

The incidence of both women and men who 
report that they are currently working in a 
private practice setting declines significantly 
(-17 points and -18 points, respectively). 

Comparing 2016-2020 results to those of 
the benchmark wave, the movement is 
starkly different. 

First, in 2012-2014, there was a significant 
change among men in the proportion in 
private practice after a change. 

Secondly,  among women,  the drop in 2016-
2020 is  more than twice what  it  was  in 2012-
2014 (17 points  and 8 points,  respectively). 

This suggests that the trend downwards in 
2016-2020 is profession-wide, not one that is 
specific to gender. 

(Page 47) It is noteworthy there is a decline in 
younger women (those under 35 years of 
age) who are in private practice in both 
waves of research whereas men in this age 
group are just as likely to be in private 
practice prior to, and after their change of 
status in both waves. 
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Change of Status/Position Trends: Equity-Seeking Communities  
(Excluding Those Whose Change is Related to Maternity/Parental Leave or Retirement) 

The proportion of racialized members who 
have changed status has nearly doubled 
over the two waves. 

(Page 48) Whereas 17% of those who made 
a change in 2012-2014 self-identified as 
racialized, the proportion has risen to one-
third (33%) in the 2016-2020 results. 

There have been increases in the 
representation of those from racialized 
communities among both women who have 
made a change (up 13 points to reach 29% 
in 2016-2020) and men (up 24 points to 
reach fully 42%). 

Regardless of membership in an equity-
seeking community, there is a trend away 
from private practice. 

(Page 49) However, movement out of private 
practice is more pronounced among those 
who are members of a non-racialized equity-
seeking community. They are least likely to 
be in private practice after a change (26%) 
compared to those who are racialized (41%) 
and those who do not identify as a member of 
an equity-seeking community (47%). 
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Change Trends – Previous vs Current Status or Position  

Q.6-1 and  Q.6-2  

EXCLUDING THOSE  WHOSE  CHANGE IS  RELATED  TO 
MATERNITY/  PARENTAL LEAVE  OR  RETIREMENT 

Wave 2012-2014

Previous Current 

Wave 2016-2020

Previous Current 
n= 793 793 532 532 

% % % % 
COMBINED: PARALEGAL PRACTICE IN PARALEGAL OR LAW FIRM 49 45 60↑ 42▼ 

Paralegal practice in paralegal firm 31 35 39↑ 28▼↓ 

In sole practice 16 26 26↑ 20▼↓ 

In paralegal firm with 2 or more paralegals 15 9 13 8 

Paralegal practice in law firm 18 10 21 14▼↑ 

With a lawyer in sole practice 6 2 6 3 

In a law firm of 2 or more lawyers 12 8 15 11 

COMBINED: Not practising or not practising in paralegal/law firm 51 55 40↓ 58▲ 

Position in paralegal-related field (e.g., prosecutor, legal assistant, law clerk, opening 
firm) 11 10 6↓ 7 

Employed in some other setting but not practising as paralegal (e.g. corporation, 
government) 17 18 23↑ 32▲↑ 

Not working (e.g., not working for pay, unemployed) 13 15 8↓ 13▲ 

Other (e.g., student, never worked as paralegal, on leave) 11 12 3↓ 6▲↓ 

= significantly greater than other gender group in that wave 
= significantly greater /lower than previous position / ↑↓ = significantly higher / lower than benchmark wave 

ns     = Not significant 45 
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Change Trends – Based on Gender  

Q.6-1 and Q.6-2 

EXCLUDING THOSE WHOSE CHANGE IS RELATED TO 
MATERNITY/ PARENTAL LEAVE OR RETIREMENT 

WOMEN 

Wave 2012-2014

Previous 

Wave 2016-2020

Previous Current 

MEN 

Wave 2012-2014

Previous Current 

Wave 2016-2020

Previous Current 
n=513 n=513 

Current 
n=363 n=363 n=280 n=280 n=163 n=163 

% % % % % % % % 

Combined: Practising in paralegal or law firm 48 40▼ 56↑ 39▼ 49 55 67↑ 49▼ 

In a paralegal firm 28 27 31 22▼ 36 50▲ 55↑ 39▼↓ 

In a legal firm 20 13▼ 25 16▼ 13 5▼ 12 10 

Not practising in a paralegal or law firm 52 60▲ 44↓ 61▲ 51 45 33↓ 51▲ 

Position as paralegal in other type of setting 12 11 8 9 8 6 1↓ 4 

Employed in some other setting but not practising as 
paralegal (e.g. corporation, government) 17 20 25↑ 33↑ 16 15 20 29↑ 

Not working (not working for pay, unemployed) 13 16 8↓ 12 13 12 8↓ 14 

Other (e.g., student, never worked, on leave) 10 13 3↓ 7↓ 13 12 3↓ 4↓ 

= significantly greater than other gender group in that wave 
▲▼ = significantly greater /lower than previous position / ↑↓ = significantly higher / lower than benchmark wave 
ns  = Not significant 46 



 
    

    
       

    

Change Trends – Based on Gender and Age 
EXCLUDING THOSE WHOSE CHANGE IS RELATED TO MATERNITY/ PARENTAL LEAVE OR RETIREMENT 

Previous position  -
Paralegal  or law firm 
setting 

Current position -
Paralegal  or law firm 
setting 

      

      

  

  

100% 

2013-2015 2016-2021 
80% 

60 
60% 54 53 55 

46 44 
40% 45 41 4038 3834 20% ns -9 pts - 7 pts -20 pts -12 pts -15pts 
0% 

Women 18-34 Women 35-44 Women 45+ Women 18-34 Women  35-44 Women 45+ 

100% 

54 59 

78 

47 
54 59 

60% 

80% Previous position  -
Paralegal  or law firm 
setting 

Current position -
Paralegal  or law firm 
setting 

40% 44 49 51 50 47 49 

20% ns ns +8 pts ns - 12 pts -29 pts 

0% 
Men 18-34 Men 35-44 Men 45+ Men 18-34 Men  35-44 Men 45+ 

= significantly greater than other gender group in that wave 
▲▼ = significantly greater /lower than previous position / ↑↓ = significantly higher / lower than benchmark wave 
ns  = Not significant 47 



    

Self-Identified Membership in Equity-Seeking Communities  
EXCLUDING  THOSE WHOSE   CHANGE  IS  RELATED  TO  MATERNITY/  

PARENTAL LEAVE  OR  RETIREMENT 

2012-2014 2016-2020
n= 793 532 

% % 

Self-identify  as member  of  a “racialized”  equity-seeking  community 17 33↑ 

Self-identify  as member of  a  non-racialized  equity-seeking  community 15 15 

Do not self-identify  with an  equity-seeking  community 68 52↓ 

Women Men Women Men 
n= 513 280 357 167 

% % % % 

Self-identify  as member of  a  “racialized” equity-seeking  community 16 18 29↑ 42↑ 

Self-identify  as member  of  a non-racialized  equity-seeking  community 15 17 17 11 

Do not self-identify  with an  equity-seeking  community 69 66 54↓ 47↓ 

= significantly  greater than  other gender group  in  that wave 
= significantly  greater /lower than  previous  position  / ↑↓ = significantly  higher / lower than  benchmark  wave ▲▼ 48 ns  = Not significant 
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Change Trends – Based on Equity-Seeking Communities  

Q.6-1 and Q.6-2 

EXCLUDING THOSE WHOSE  CHANGE  IS RELATED TO 
MATERNITY/ PARENTAL  LEAVE  OR RETIREMENT 

Wave 2016-2020

Equity-Seeking 
Racialized

Previous Current 

Equity-Seeking 
Non-Racialized

Previous Current 

Non-Equity-Seeking

Previous Current 
n= 175 175 78 78 277 277 

% % % % % % 
COMBINED:  PARALEGAL OR  LAW FIRM 60 41▼ 47 26▼ 65 47▼

COMBINED:  PARALEGAL FIRM (Both outside and in Toronto) 44 27▼ 31 16▼ 40 32▼
Sole paralegal  firm 32 22▼ 21 11 25 19

Paralegal  firm  with 2 or more paralegals 12 6▼ 10 4 15 12

COMBINED:  LAW FIRM (Both  outside  and  in  Toronto) 16 14 17 10 25 15▼

Law  firm  sole lawyer 6 3 5 1 6 3

Law  firm  with 2 or more lawyers 10 11 12 9 18 12▼

COMBINED:  NOT  PRACTISING IN  PARALEGAL/LAW FIRM 40 58▲ 53 74▲ 35 53▲
Position  as paralegal  in other  type  of  setting  (e.g.,  prosecutor,  legal  
assistant,  law  clerk,  opening  firm)  3 6 5 9 6 7

Employed  (no  practising)  outside  paralegal  or law  firm  (i.e.,  position  in 
private corporation,  educational  institution  or government)  25 30 37 41 20 31▲

Not working  for pay/unemployed  9 16▲ 5 14 7 12▲
Other 3 5 4 9 3 3

= significantly greater than other groups in that wave 
 = significantly greater /lower than previous position / ↑↓ = significantly higher / lower than benchmark wave 

ns  = Not significant 49 



 

 

    
       

    

Change Trends – Based on Equity-Seeking Communities  

Q.6-1 and Q.6-2 

EXCLUDING THOSE WHOSE  CHANGE  IS RELATED TO 
MATERNITY/ PARENTAL  LEAVE  OR RETIREMENT 

Wave 2012-14

Equity-Seeking 
Racialized

 

Previous Current 

Equity-Seeking 
Non-Racialized

Previous Current 

Non-Equity-Seeking

Previous Current
n= 135 135 121 121 537 537 

% % % % % % 
COMBINED:  PARALEGAL OR  LAW FIRM 42 50 45 44 41 44 

COMBINED:  PARALEGAL FIRM (Both outside and in Toronto) 27 40▲ 31 36 32 33 
Sole paralegal  firm 22 33▲ 15 29▲ 15 24▲ 
Paralegal  firm  with 2 or more paralegals 4 7 17 7 17 9▼ 

COMBINED:  LAW FIRM (Both  outside  and  in  Toronto) 15 10 14 8▼ 19 11▼ 

Law  firm  sole lawyer 3 1 5 1 7 3▼ 

Law  firm  with 2 or more lawyers 12 10 9 7 12 8▼ 

COMBINED:  NOT  PRACTISING IN  PARALEGAL/LAW FIRM 58 50 54 56 49 56▲ 
Position  as paralegal  in other  type  of  setting  (e.g.,  prosecutor,  legal  
assistant,  law  clerk,  opening  firm)  7 8 10 5 12 11 

Employed  outside  paralegal  or law  firm  (i.e.,  position  in private corporation,   
educational  institution  or government)  16 13 22 17 15 20▲ 

Not working  for pay/unemployed  21 13 9 20▲ 12 14 
Other 14 16 13 14 10 11 

= significantly greater than other gender group in that wave 
▲▼ = significantly greater /lower than previous position / ↑↓ = significantly higher / lower than benchmark wave 
ns  = Not significant 50 



  
 

   
  

Destination of Change Among Those 
Whose Previous Position Was in Private 
Practice 
Among Survey Respondents Excluding Those Whose Status Change is 
Related to Parental Leave or Retirement 
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Destination of Change Among  Those Whose Previous Position 
Was in Private Practice  

While a significantly greater proportion of 
men (55%) than women (31%) were 
practising in a paralegal firm prior to their 
change, the destinations of both men and 
women who moved from this setting are 
similar. 

(Page 53) Among those practising in a 
paralegal firm prior to their change, almost 
equal proportions of women and men stayed 
in a paralegal firm setting (44% and 47%, 
respectively). 

One-in-ten women (9%) and men (10%) 
moved into a law firm practice setting. 

A third of both women (34%) and men (33%) 
transitioned into a non-practising position in a 
corporation, educational institution or 
government setting. 

Women (25%) were twice as  likely  to be 
practising in a law  firm  setting as  men (12%) 
prior to a change,  

The majority of women who have left a 
position in a law firm setting are no longer 
practising paralegals. 

(Page 54) Almost one-quarter (23%) of these 
women have taken a non-practice position in 
business, education or government setting. 

Almost one-in-five (18%) report they are not 
working for pay or are unemployed. 

The remainder (11%) have moved into 
another setting (e.g., have become students, 
are on leave). 

The sample size of men who worked in a law 
firm setting prior to a change is too small 
(n=20) to allow meaningful analysis. 
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Destination of Change: Among Those Who Started in a 
Paralegal Firm 

CURRENT POSITION  

EXCLUDING  THOSE WHOSE   CHANGE  IS  RELATED  TO  
MATERNITY/ PARENTAL  LEAVE  OR RETIREMENT 

PREVIOUS PO SITION WAS IN PARALEGAL  FIRM  
AND  CHANGED  TO… 

Wave 2012-2014

All Women Men 

Wave 2016-2020

All Women Men 
n= 246 144 102 208 113 90 

% % % % % % 

MOVED TO A PARALEGAL OR LAW FIRM 47 38 58 46 44 47 

Stayed in paralegal firm 40 28 56 37 35 37↓ 

Went into law firm 7 10 2 9 9 10↑ 

MOVED TO POSITIOnsTATUS 
NOT IN A PARALEGAL OR LAW FIRM 53 62 48 54 56 53 

Position as paralegal in other type of setting (e.g., prosecutor, legal 
assistant, law clerk, opening firm) 4 6 2 7 9 4 

Employed outside paralegal or law firm (i.e., position in private 
corporation, educational institution or government) 19 24 12 34 34↑ 33↑ 

Not working for pay/unemployed 13 15 10 11 11 12 

Other (e.g., student, on leave) 17 17 18 2 2↓ 3↓ 

= significantly greater than other groups in that wave 
▲▼ = significantly  greater /lower than  previous  position  / ↑↓ = significantly  higher / lower than  benchmark  wave 
ns  = Not significant 53 



  

    
       

 

   

 

   

    
  

     

 

  

Destination of Change: Among Those Who Started in (Previous 
Position) was in a Law Firm 

CURRENT POSITION  

EXCLUDING THOSE WHOSE  CHANGE IS  RELATED  TO 
MATERNITY/  PARENTAL LEAVE  OR  RETIREMENT 

PREVIOUS P OSITION  WAS  IN  LAW FIRM AND  CHANGED  TO…

Wave 2012-2014

All Women Men 

Wave 2016-2020

All Women Men 

n= 138 103 35 111 91 20 

% % % % % % 

MOVED TO A PARALEGAL OR LAW FIRM 51 51 BTS 41 41 BTS 

Stayed in law firm 26 24 BTS 20 16 BTS 

Went into paralegal firm 25 27 BTS 21 24 BTS 

MOVED TO POSITION/STATUS 
NOT IN A PARALEGAL OR LAW FIRM 49 49 BTS 59 59 BTS 

Position as paralegal in other type of setting (e.g., prosecutor, legal 
assistant, law clerk, opening firm) 8 9 BTS 7 8 BTS 

Employed outside paralegal or law firm (i.e., position in private 
corporation, educational institution or government) 9 8 BTS 25 23↑ BTS 

Not working for pay/unemployed 25 27 BTS 18 18 BTS 

Other (e.g., student, on leave) 7 6 BTS 9 11 BTS 

= significantly greater than other groups in that wave 
▲▼ = significantly greater /lower than previous position / ↑↓ = significantly higher / lower than benchmark wave 54 
BTS = Base  too  small  to report 



  

 

   

 

   

   

    
  

  
 

 

 
    
       

Destination of Change: Among Those Who Started in  
Private Practice 

CURRENT POSITION  

EXCLUDING  THOSE WHOSE   CHANGE  IS  RELATED  TO  
MATERNITY/ PARENTAL  LEAVE  OR RETIREMENT 

PREVIOUS  POSITION  WAS  IN  PRIVATE PRACTICE 
AND  CHANGED  TO… 

Wave 2012-2014

All Women Men 

Wave 2016-2020

All Women Men 
n= 383 246 137 319 204 110 

% % % % % % 
MOVED TO A PARALEGAL OR LAW FIRM 49 44 57 44 43 45↓ 

Went to a paralegal firm 35 26 50 31 27 36↓ 

Sole practice 25 17 39 21 19 25↓ 

2+ paralegals in practice 10 9 11 10 8 11 

Went to a law firm 14 18 7 13 16 9 

MOVED TO POSITION NOT IN A PARALEGAL OR LAW FIRM 51 56 43 56 57 55↑ 

Position as paralegal in other type of setting (e.g., prosecutor, legal 
assistant, law clerk, opening firm) 6 7 3 7 8 4 

Employed, in some other setting (e.g., corporation, government) 
but not practising as paralegal 15 17 12 31 29↑ 34↑ 

Not working for pay/unemployed 17 20 12 13 14 14 

Other (e.g., student, on leave) 14 12 16 5 6 3↓ 
= significantly greater than other groups in that wave 

▲▼ = significantly greater /lower than previous position / ↑↓ = significantly higher / lower than benchmark wave 
ns     = Not significant 55 



 

   
  

Unaided Reasons for Change of Status 
or Position 
Among Survey Respondents Excluding Those Whose Status Change is 
Related to Parental Leave or Retirement 
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Unaided Reasons for Change of Status or Position  

One of the key objectives of the research is to explore what factors may be leading paralegals to change their status. The research explored 
this issue through both unaided and aided questions. 

To obtain an unaided perspective, respondents were asked to describe, in their own words, the key factors that influenced their decision to 
change their status or position. 

Q15: What were the key factors that influenced your decision to change your status or position. 
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Unaided Reasons for Change of Status or Position  

Overall, the reasons given are varied, and 
no single issue or set of issues dominate. 

Differences between women and men are 
limited on this measure. 

(Pages 59-62) The reasons most frequently 
cited by both women and men in 2016-2020 
fall under the banner of remuneration and 
benefits. Over one-quarter of both women 
(28%) and men (26%) cite reasons such as 
better or more stable income and benefits 
(e.g., pension) as the reason for their 
change. 

Second most frequently mentioned are 
opportunity-related factors provided in a 
new position (26% for women and 23% for 
men). This category includes issues such 
as better quality or work, better use of skills 
and opportunities for advancement. 

It It is noteworthy that the nature of practice 
or workplace opportunities as a key reason 
for a change was mentioned significantly less 
overall in 2016-2020 (25%) compared with 
2012-2014 (34%). 

The third most frequently mentioned reasons 
relate to a position ending (e.g., being laid off 
or termination of employment), or factors that 
act as a barrier to practice (e.g., health 
problems). This set of reasons is offered by 
20% of women and 18% of men. 

There are no significant  differences  by  
gender  in unaided  reasons cited in the 2016-
2020 wave.   However,  women are more likely  
to cite remuneration/benefits  as  a key  factor  
in their change (up 5 points),  and less  likely  to 
identify  opportunities  in a new  position as  a 
factor (down 8 points) compared to the 
benchmark  wave. 

.  
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Unaided Main Reasons for a Change of Status  

Q.15 

EXCLUDING  THOSE WHOSE   CHANGE  IS  RELATED  TO  
MATERNITY/ PARENTAL  LEAVE  OR RETIREMENT 

2012-2014
Total Women  Men 

2016-2020
Total Women Men 

n= 790 511 279 532 363 163 
% % % % % % 

REMUNERATION/BENEFITS  (NET) 22 23 19 28↑ 28↑ 26 
Better remuneration/  pay/  stable income/  needed  income 10 11 7 14 16 11 
Financial  reasons/  income 6 6 6 12 10 14 
Benefits/  better benefits/pension 4 5 3 4 4 2 
Expense/  Fees/ Overhead  costs 4 4 5 1 1 1 
OPPORTUNITIES  IN  NEW POSITION  (NET) 34 38 28 25↓ 26↓ 23 
Better opportunities/new  challenges/ better quality  of  work 7 7 6 8 7 8 
Better able to use  my  skills/  subject matter for work/  Change in 

6 6 5 5 6 3 
practice area/  different  type  of  work 
Better opportunity  for advancement/  opportunity  for 
advancement/  promotion 4 3 5 3 3 2

Independence/  greater control  in work 3 3 4 3 3 4 
Job  security  /  stability 5 7 2 4 4 5 
Better work  environment/better  location 6 7 3 3 4 1 
To gain experience 4 5 3 1 1 -
Better position/  position  I  wanted/  more job  satisfaction 3 3 2 4 5 2 
Better mentorship 1 1 1 1 1 -
To give back  to community/  greater  public service opportunity 2 1 3 1 1 1 
Was able to work  as paralegal 2 2 1 - - -
Offered  a teaching  position/  enjoy  teaching 1 1 - - - -

Continued… 
= significantly  greater than  other groups  in  that wave 
= significantly  greater /lower than  previous  position  / ↑↓ = significantly  higher / lower than  benchmark  wave 

BTS = Base  too  small  to report 
▲▼ 59 



Unaided Main Reasons for a Change of Status  

Q.15 

EXCLUDING  THOSE WHOSE   CHANGE  IS  RELATED  TO  
MATERNITY/ PARENTAL  LEAVE  OR RETIREMENT 

2012-2014
Total Women Men 

2016-2020
Total Women Men 

n= 790 
% 

511 
% 

279 
% 

532 
% 

363 
% 

163 
% 

POSITION/CONTRACT  ENDED  OR  REQUIRED  TO  LEAVE  
POSITION  (NET) 

22 23 20 19 20 18 

Laid off/  termination  of  employment/  previous structure 
terminated 

8 9 7 5 4 6 

Contract ended /  Contract not  renewed 2 3 2 1 1 1 
Age/ Practiced long  enough/ semi-retired 1 1 1 <1 - 1 
Company  went  down/ firm  closure 2 2 1 1 1 1 
Health problems/  health problems of  family  members 3 2 3 3 4 2 
Went  back  to original  position  from  secondment/  back  to 
original  position 1 1 1 1 1 -

Was previously  unemployed 2 2 2 3 4 3 
Change in ownership/ change in firm  structure 2 1 3 3 2 4 
Relocation 1 2 <1 2 2 1 
Parental  leave/ returned after  parental  leave 1 2 - 1 1 -
End  of  articling/Unemployed  after  articling/  could not  find  job  
after  articling 

1 1 <1 - - -

Back  to school/continuing  education 2 2 1 1 2 1 

Continued… 

= significantly  greater than  other groups  in  that wave 
= significantly  greater /lower than  previous  position  / ↑↓ = significantly  higher / lower than  benchmark  wave 

BTS = Base  too  small  to report 
▲▼ 

60 



Unaided Main Reasons for a Change of Status  

Q.15 

EXCLUDING  THOSE WHOSE   CHANGE  IS  RELATED  TO  
MATERNITY/ PARENTAL  LEAVE  OR RETIREMENT 

2012-2014
Total Women Men 

2016-2020
Total Women Men 

n= 790 511 279 532 363 163 
% % % % % % 

WORKLIFE  BALANCE  (NET) 12 13 9 14 13 14 
Work/life balance - work/family  balance 3 3 3 2 1 3 
Better hours/  control  over hours/  better control  of  schedule/ 
flexible work  schedule 

4 4 3 4 4 5 

Reduction in  stress/ burn out  at job 3 4 3 5 6 2 
Childcare/ childcare requirements/  want  to spend  more time 
with children or family 1 2 - 3 3 3

Reduction in  workload/ workload 2 2 1 2 2 2 
Spousal  requirements/  spouse’s career needs <1 - <1 - - -
NEGATIVE  ASPECTS  OF PREVIOUS  JOB  (NET) 13 12 14 9 9 7 
Dissolving  partnership/ Partners/  Partner  retiring 2 2 3 - - -
Didn't  like job/didn't  like firm/  bad fit 3 4 2 7 8 4 
Can’t  afford to practice/ can’t  make enough money  in practice/  
poor income 4 4 4 <1 <1 -

Time to leave type  of  practice/ didn't  like type  of  practice 1 1 1 <1 <1 1 
Type  of  work/  did not  like type  of  work 1 1 1 2 2 1 
Dispute at previous job/  conflict at previous job 2 3 2 1 1 2 
STARTING  NEW FIRM OR  PROMOTION  (NET) 8 8 10 5 6 4 
Starting  new  firm/  started  new  sole practice 3 3 4 4 4 4 
Could not  find  work  so started  a practice 5 4 6 <1 <1 -
Promotion/  progressing  legal  career <1 <1 <1 1 2 -

Continued… = significantly  greater than  other groups  in  that wave 
= significantly  greater /lower than  previous  position  / ↑↓ = significantly  higher / lower than  benchmark  wave 

BTS = Base  too  small  to report 
▲▼ 61 



Unaided Main Reasons for a Change of Status  

Q.15 

EXCLUDING  THOSE WHOSE   CHANGE  IS  RELATED  TO  
MATERNITY/ PARENTAL  LEAVE  OR RETIREMENT 

2012-2014
Total Women Men 

2016-2020
Total Women Men 

n= 790 511 279 532 363 163 
% % % % % % 

DISCRIMINATION/  HARASSMENT (NET) 2 2 <1 2 1 2 
Discrimination/  harassment 2 2 <1 2 1 2 
Equity  issues/  treatment  of  women/  treatment  of  women with 
children 

<1 1 - - - -

OTHER  REASONS 19 17 23↑ 21 19 25 
Could not  find  work  as paralegal/unable to do  paralegal  work 5 6 4 <1 - 1 
Found a job/  needed  a job/  received  offer  of  employment 2 1 2 8 9 9 
Did not  want  to do  paralegal  work/  no  longer want  to work  as a 
paralegal 

2 2 2 1 1 1 

Return to paralegal  practice/ want  to work  as paralegal 2 2 2 1 1 1 
Could not  afford to start  up  firm <1 - <1 <1 - 1 
Can’t  find  clients/not  enough clients 3 2 3 - - -
COVID-19 n/a n/a n/a 4 3 6 
Other 5 4 8↑ 6 5 8 
Disability/  WSIB 1 1 1 - - -
NO  CHANGE/NOT  APPLICABLE  (NET) 7 7 5 
No perceived  change in status (e.g.,  name change only,  error,  
change of  address) 

4 3 4 4 3 3 

Not applicable 1 1 1 2 2 1 
None/ No reason <1 - 1 - - -
Not stated <1 <1 <1 <1 <1 -

= significantly  greater than  other groups  in  that wave 
= significantly  greater /lower than  previous  position  / ↑↓ = significantly  higher / lower than  benchmark  wave 

BTS = Base  too  small  to report 
▲▼ 62 



   
  

Benefits / Opportunities Provided in 
Previous Versus Current Position 
Among Survey Respondents Excluding Those Whose Status Change is 
Related to Parental Leave or Retirement 
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Benefits  / Opportunities  Provided in Previous Versus Current 
Status/Position 
Employers often offer a variety of benefits and employment policies 
in order to attract employees. Examples of these benefits and 
policies include: 

•	 Health-related (e.g., medical, dental, long-term disability).

•	 Financial benefits (e.g., pension plans).

•	 Flexible work arrangements (e.g., job sharing, part-time work,  
flexible work hours).  

•	 Parental benefits (e.g., paid or unpaid parental leave, childcare
benefits).

•	 Career advancement opportunities (e.g., continuing
professional development, formal mentoring policy).  

•	 Harassment or equity policies (e.g., harassment/ discrimination
policies, accommodation for special needs).

Respondents who moved from a position in a paralegal firm or law 
firm to another position were asked to indicate whether the benefits 
or employment policies noted above were offered by their previous 
employer/firm and whether they are offered in their current position. 

•	 An increase in the incidence  of  these benefits/policies  from 
previous  to current  position may  suggest  that  they  play  a role
in the decision to change positions.    While it  cannot be
determined  whether they  “drive” the decision to change, these
results  do provide a perspective as to the types of workplace
benefits/policies  that  are valued by  paralegals. 

Q14: For both your previous position and your current position, please 
indicate whether each of the following was/is offered to you. If you 
don’t know or if it was/is not applicable to your situation, you may 
indicate that. 

FOR  PREVIOUS  POSITION  AND  CURRENT  POSITION 

It was  
offered 

It was  not 
offered 

Don’t know/ 
Not  

applicable 
A  pension  plan	 

Medical  insurance 	

A  dental  plan	 

Part-time work	 
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Benefits / Opportunities Provided in Previous Versus Current 
Status/Position 

The results suggest that those who made a 
change in 2016-2020 have been seeking a 
cross-section of benefits and policies to a 
greater extent than those who made a 
change in 2012-2014. 

(Page 69) The incidence of reported access 
to benefits post-change increased across 16 
of the 19 categories explored in 2016-2020 
(i.e., health, financial, flexible work 
arrangements, parental, leave options, and 
other offerings) 

Not found in 2012-2014, but evident in 
2016-2020, are significant increases in the 
incidence of those who report having 
access to 1) medical insurance, 2) a dental 
plan, 3) long-term disability, 4) job sharing, 
5/6) paid maternity and paid parental leave, 
7) childcare benefits, 8) sick leave 9) and a
formal mentoring policy following their 
change in status/position. 

Increased  access  to some benefits  in 
respondents’  current  position is  reported in 
both waves  (2012-14  and 2016-2020).  The 
biggest   increase  is  found for flexible full-time 
work  hours.   In this  wave,  there has  been a 
20-point increase in those reporting this  is  
offered  in their current  position (49%) 
compared to their  previous position (29%). In 
2012-2014,  the increase  was  16 points. 

There have also been increases in both 
waves for another six benefits: 1) pension 
plan, 2) part-time work, 3) leave or sabbatical, 
4) CPD, 5) harassment and discrimination
policies and 6) accommodation of special 
needs. 
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Benefits / Opportunities Provided in Previous Versus Current 
Status/Position 

The increase in access to these benefits 
and policies is most strongly evident among 
those have moved out of a paralegal or law 
firm setting to another type of setting. This 
is consistent with 2012-2014. 

(Pages 70-71) There are significant 
increases in access to 13 of the 19 benefits 
for those who have left private practice. 

Among those who have continued to 
practise in a private practice setting, there 
has been an increase in access to only 7 of 
the 19 benefits. 

The benefits where greater access is 
evident after a change for both those who 
stay in a paralegal or law firm setting and 
those who move to another setting are: 

•	 Flexible full-time hours, maternity /
parental leave and child-care benefits,
accommodation for special needs.

Greater proportions of respondents who have 
moved out of a private practice setting report 
increased access to the following: 

•	 Leave of absence or sabbatical (up 20
points to 32%).

•	 Harassment and discriminations policies
(up 20 points to 59%).

•	 Formal mentoring (up 20 points to 30%).
•	 Medical insurance (up 19 points to 48%),

a dental plan (up 22 points to 48%), and
long-term disability (up 23 points to 39%).
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Benefits / Opportunities Provided in Previous Versus Current 
Status/Position  

The results suggest certain benefits/policies 
may have more influence in a consideration 
of a change for women because the 
proportion of women reporting the greater 
availability of these benefits / policies in their 
current position relative to their previous 
position is greater than the proportion of men 
who do so. 

(Pages 72-73) These benefits are: 

•	 Medical and dental insurance (up 9 points
and 10 points, respectively).

•	 Part-time work (up 9 points to 29%).

•	 Childcare benefits (up 6 points to 11%).

•	 Leave of absence or sabbatical (up 12
points to 28%).

•	 Harassment and discrimination policy (up
10 points to 57%).

There are a number of benefits where the 
incidence has increased from previous to 
current position among both women and 
men. 

•	 A pension plan (up 9 points to 27% and
11 points to 20%, respectively).

•	 Flexible full-time work hours (up 21 points
to 50% and up 17 points to 46%).

•	 Paid maternity / parental leave (up 7
points to 22% and up 11 points to 16%).

•	 Accommodation for special needs policy
(up 15 points to 41% and up 13 points to
43%). 

•	 Formal mentoring policy (up 15 points to
28% and up 12 points to 28%).
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Benefits / Opportunities Provided in Previous Versus Current 
Status/Position 

(Page 72-73) It  is  noteworthy  that  in 2016-
2020, greater proportions  of  men have 
reported  access  to certain benefits  and 
policies in their  current position,  relative to 
their previous  position,  whereas in the 
benchmark  wave that  was  not  the case (long-
term  disability,  paid maternity  /  parental leave,   
accommodation for special needs and formal 
mentoring).   

There is no question based on the results that 
women who are leaving private practice to 
work in some other type of setting are 
significantly more likely to report access to 
many of the benefits examined in their new 
work setting. These results suggest the 
likelihood that access to some of these is a 
factor in their decision to move out of private 
practice. 

(Pages 74-75) Of the 19 benefits and policies 
measured, greater proportions among this 
segment of women report access to 13 of 
them in their new position / setting. 

Women who have remained in private 
practice in both their previous and current 
positions have seen increases in only 5 of the 
19 benefit or policy offerings. 
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Incidence of Benefit  or Policy  Offered: Previous versus Current 
Position  

Q.14  (See introduction  to this section  for 
wording) 

EXCLUDING  THOSE WHOSE   CHANGE
IS  RELATED  TO MATERNITY/  

PARENTAL LEAVE  OR  RETIREMENT 
W12-14

Prev Curr 
W16-20

Prev Curr 
n= 521 516 464 456 

% % % % 
Financial and Health-Related 
Medical Insurance 31 31 34 42▲↑ 
A  dental plan 31 31 33 42▲↑ 
Long-term  disability 19 21 22 31▲↑ 
A  pension  plan 12 17▲ 15 25▲↑ 
Flexible  Work Options 
Flexible  full-time  work hours 29 45▲ 29 49▲ 
Part-time  work 16 23▲ 20 27▲ 
Job  sharing 
Parental Benefits 

10 13 11 16▲ 

Paid maternity  leave 9 12 12 20▲↑ 
Paid parental leave 8 10 10 16▲↑ 
Unpaid maternity  leave 9 9 15 13 
Unpaid parental leave 8 9 13 12 
Childcare benefits 5 6 6 10▲↑ 
Day care facilities 2 2 2 4 

EXCLUDING  THOSE WHOSE   CHANGE 
IS  RELATED  TO  MATERNITY/  

PARENTAL LEAVE  OR  RETIREMENT Q.14  (See  introduction  to this section  
for wording) 

W12-14
Prev Curr 

W16-20
Prev Curr 

n= 521 516 464 456 
% % % % 

Leave Options 
Sick leave 26 29 31 42▲↑ 
Leave of  absence or  sabbatical 11 20▲ 17↑ 27▲↑ 
Other Offerings/Policies 
Continuing  professional 
development 39 48▲ 45 52▲ 

Harassment and  discrimination  
policy 33 39▲ 44↑ 54▲↑ 

Accommodation  for special needs 
policy 20 27▲ 27↑ 41▲↑ 

Formal mentoring  policy 16 19 14 28▲↑ 

▲▼ = significantly greater /lower than previous position / ↑↓ = significantly higher / lower than benchmark wave 
ns  = Not significant 69 
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Incidence of Benefit or Policy Offered: Previous versus Current 
Position Based on Change from Private Practice Setting 

Q.14 (See introduction to this 
section for wording) 

EXCLUDING THOSE WHOSE CHANGE IS RELATED TO 
MATERNITY/ PARENTAL LEAVE OR RETIREMENT 

Moved from private practice 
to 

NON-private practice setting 
W12-14

Previous Current 
Signifi-

cant 
Increase/
decrease

W16-20
Previous Current 

Signifi-
cant 

Increase/
decrease

Moved from private practice 
to 

private practice 
W12-14

Previous Current 
Signifi-

cant 
Increase/
decrease

W16-20
Previous Current 

Signifi-
cant 

Increase/
decrease

n= 197 159 153 145 186 186 141 141 
% % % % % % % % 

Financial and Health-Related 
Medical Insurance 25 45▲ +20 29 48▲ +19 28 30 ns 24 30 ns 
A dental plan 25 44▲ +19 26 48▲ +22 29 29 ns 24 31 ns 
Long-term disability 17 34▲ +17 16 39▲ +23 19 19 ns 13 20 ns 
A pension plan 7 34▲ +27 7 37▲ +30 7 10 ns 5 11 ns 
Flexible Work Options 
Flexible full-time work hours 32 41▲ +9 29 44▲ +15 34 48▲ +14 30 52▲ +22 
Part-time work 18 28▲ +10 18 25 ns 12 16 ns 19 26↑ ns 
Job sharing 10 14 ns 12 14 ns 8 16▲ +8 10 20▲ +10 
Parental Benefits 
Paid maternity leave 8 20▲ +12 10 26▲ +16 8 12 ns 4 12▲ +8 
Paid parental leave 8 20▲ +12 8 23▲ +15 4 8 ns 4 10▲ +6 
Unpaid maternity leave 9 11 Ns 14 13 ns 9 8 ns 13 11 ns 
Unpaid parental leave 8 11 Ns 11 14 ns 7 7 ns 11 10 ns 
Childcare benefits 4 10▲ +6 3 14▲ +11 3 5 ns 4 10▲ +6 
Day care facilities 1 4▲ +3 2 4 ns 1 1 ns 1 2 ns 

▲▼ = significantly greater /lower than previous position / ↑↓ = significantly higher / lower than benchmark wave 
ns    = Not significant  70 
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Incidence of Benefit or Policy Offered: Previous versus Current 
Position Based on Change from Private Practice Setting 

Q.14 (See introduction to this 
section for wording) 

EXCLUDING THOSE WHOSE CHANGE IS RELATED TO 
MATERNITY/ PARENTAL LEAVE OR RETIREMENT 

Moved from private practice 
to 

NON-private practice setting 
W12-14

Previous Current 
Signifi-

cant 
Increase/
decrease

W16-20
Previous Current 

Signifi-
cant 

Increase/
decrease

Moved from private practice 
to 

private practice 
W12-14

Previous Current 
Signifi-

cant 
Increase/
decrease

W16-20
Previous Current 

Signifi-
cant 

Increase/
decrease

n= 197 159 153 145 186 186 141 141 
% % % % % % % % 

Leave Options 
Sick leave 20 40▲ +20 27 49▲ +22 26 27 ns 22 33▲ +11 
Leave of absence or sabbatical 9 26▲ +17 12 32▲ +20 9 17▲ +8 13 21 ns 
Other Offerings/Policies 
Continuing professional 
development 46 36 ns 52 48↑ ns 39 55▲ +16 47 55 ns 

Harassment and discrimination 
policy 30 50▲ +20 39 59▲ +20 28 34 ns 37 48 ns 

Accommodation for special 
needs policy 17 38▲ +21 22 46▲ +24 17 22 ns 19 33▲↑ +14 

Formal mentoring policy 15 21 ns 10 30▲ +20 15 18 ns 16 23 ns 

= significantly greater than other gender group in that wave 
▲▼ = significantly greater /lower than previous position / ↑↓ = significantly higher / lower than benchmark wave 
ns = Not significant 71 
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Incidence of Benefit or Policy Offered: Previous versus Current 
Position Based on Gender 

Q.14 (See introduction to this 
section for wording) 

EXCLUDING THOSE WHOSE CHANGE IS RELATED TO 
MATERNITY/ PARENTAL LEAVE OR RETIREMENT 

WOMEN 
W12-14

Previous Current 
Signifi-

cant 
Increase/
decrease

W16-20
Previous Current 

Signifi-
cant 

Increase/
decrease

MEN 
W12-14

Previous Current 
Signifi-

cant 
Increase/
decrease

W16-20
Previous Current 

Signifi-
cant 

Increase/
decrease

n= 321 315 318 312 200 150 140 138 
% % % % % % % % 

Financial and Health-Related 
Medical Insurance 32 35 ns 38 47▲↑ +9 29 26 ns 26 31 ns 
A dental plan 32 35 ns 37 47▲↑ +10 29 25 ns 24 31 ns 
Long-term disability 20 24 ns 25 33▲↑ +8 18 18 ns 15 27▲ +12 
A pension plan 12 20▲ +8 18↑ 27▲↑ +9 12 12 ns 9 20▲ +11 
Flexible Work Options 
Flexible full-time work hours 30 46▲ +16 29 50▲ +21 29 44▲ +15 29 46▲ +17 
Part-time work 17 27▲ +10 20 29▲ +9 15 17 ns 20 22 ns 
Job sharing 12 17 ns 11 16 ns 7 9 ns 12 17↑ ns 
Parental Benefits 
Paid maternity leave 11 14 ns 15 22▲↑ +7 7 8 ns 5 16▲↑ +11 
Paid parental leave 8 11 ns 11 17▲↑ +6 7 8 ns 9 14 ns 
Unpaid maternity leave 12 11 ns 19↑ 14 ns 5 4 ns 7 9 ns 
Unpaid parental leave 10 11 ns 15 14 ns 7 7 ns 8 9 ns 
Childcare benefits 4 7 ns 5 11▲ +6 6 4 ns 7 9 ns 
Day care facilities 1 3 ns 2 4 ns 2 2 ns 3 4 ns 

= significantly greater than other gender group in that wave 
▲▼ = significantly  greater  /lower than previous position  / ↑↓ =  significantly  higher / lower than benchmark  wave 
ns      =  Not significant 72 
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Incidence of Benefit or Policy Offered: Previous versus Current 
Position Based on  Gender 

Q.14 (See introduction to this 
section for wording) 

EXCLUDING THOSE WHOSE CHANGE IS RELATED TO 
MATERNITY/ PARENTAL LEAVE OR RETIREMENT 

WOMEN 
W12-14

Previous Current 
Signifi-

cant 
Increase/
decrease

W16-20
Previous Current 

Signifi-
cant 

Increase/
decrease

MEN 
W12-14

Previous Current 
Signifi-

cant 
Increase/
decrease

W16-20
Previous Current 

Signifi-
cant 

Increase/
decrease

n= 321 315 318 312 200 150 140 138 
% % % % % % % % 

Leave Options 
Sick leave 27 33 ns 33 45▲↑ +12 24 22 ns 28 36↑ ns 
Leave of absence or sabbatical 12 25▲ +13 16 28▲ +12 10 12 ns 19 27↑ ns 
Other Offerings/Policies 
Continuing professional 
development 39 50▲ +11 45 51 ns 39 44 ns 46 53 ns 

Harassment and discrimination 
policy 32 42▲ +10 45↑ 57▲↑ +12 35 35 ns 41 49↑ ns 

Accommodation for special 
needs policy 19 30▲ +11 26↑ 41▲↑ +15 21 23 ns 30 43▲↑ +13 

Formal mentoring policy 14 20▲ +6 13 28▲↑ +15 19 18 ns 16 28▲↑ +12 

= significantly greater than other gender group in that wave 
= significantly greater /lower than previous position / ↑↓ = significantly higher / lower than benchmark wave 

ns = Not significant 73 
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Incidence of Benefit or Policy Offered: Women’s Previous vs. Current 
Position Based on  Change  from Private Practice Setting 

Q.14 (See introduction to this 
section for wording) 

EXCLUDING THOSE WHOSE CHANGE IS RELATED TO 
MATERNITY/ PARENTAL LEAVE OR RETIREMENT 

WOMEN ONLY 
Have moved from private practice 

to other position/setting 
W12-14

Previous Current 
Signifi-

cant 
Increase/
decrease

W16-20
Previous Current 

Signifi-
cant 

Increase/
decrease

WOMEN ONLY 

Have remained in private practice 

W12-14
Previous Current 

Signifi-
cant 

Increase/
decrease

W16-20
Previous Current 

Signifi-
cant 

Increase/
decrease

n= 138 111 103 97 108 108 87 87 
% % % % % % % % 

Financial and Health-Related 
Medical Insurance 27 44▲ +17 35 52▲ +17 32 36 ns 24 30 ns 
A dental plan 28 43▲ +15 33 52▲ +19 32 36 ns 24 31 ns 
Long-term disability 15 35▲ +20 20 40▲ +20 24 22 ns 13 20 ns 
A pension plan 7 35▲ +28 11 39▲ +28 8 13 ns 5 11 ns 
Flexible Work Options 
Flexible full-time work hours 34 40 ns 30 43▲ +13 35 49▲ +14 30 52▲ 22 
Part-time work 16 30▲ +14 17 23 ns 16 19 ns 19 26↑ ns 
Job sharing 12 15 ns 12 12 ns 10 22▲ +12 10 20▲ 10 
Parental Benefits 
Paid maternity leave 10 22▲ +12 15 27▲ +12 9 15 ns 4 12▲ 8 
Paid parental leave 9 20▲ +11 11 23▲ +12 5 9 ns 4 10▲ 6 
Unpaid maternity leave 9 12 ns 19 11▼ -8 12 11 ns 13 11 ns 
Unpaid parental leave 7 12 ns 16 14 ns 8 7 ns 11 10 ns 
Childcare benefits 4 12▲ +8 5 14▲ 9 2 7 ns 4 10▲ 6 
Day care facilities - 5 ns 3 4 ns 1 - ns 1 2 ns 

=  significantly  greater  than other gender  group in that wave 
▲▼ = significantly  greater  /lower than previous position  / ↑↓ =  significantly  higher / lower than benchmark  wave 
ns      =  Not significant 
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Incidence of Benefit or Policy Offered: Women’s Previous vs. Current 
Position Based on Change from Private Practice Setting 

Q.14 (See introduction to this 
section for wording) 

EXCLUDING THOSE WHOSE CHANGE IS RELATED TO 
MATERNITY/ PARENTAL LEAVE OR RETIREMENT 

WOMEN ONLY 
Have moved from private practice 

to other position/setting 
W12-14

Previous Current 
Signifi-

cant 
Increase/
decrease

W16-20
Previous Current 

Signifi-
cant 

Increase/
decrease

WOMEN ONLY 

Have remained in private practice 

W12-14
Previous Current 

Signifi-
cant 

Increase/
decrease

W16-20
Previous Current 

Signifi-
cant 

Increase/
decrease

n= 138 111 103 97 108 108 87 87 
% % % % % % % % 

Leave Options 
Sick leave 21 41▲ +20 31 51▲ +20 32 32 ns 25 37 +12 
Leave of absence or sabbatical 10 32▲ +22 11 33▲ +22 8 21▲ +13 13 21 ns 
Other Offerings/Policies 
Continuing professional 
development 44 40 ns 54 48 ns 41 63▲ +22 46 54 ns 

Harassment and discrimination 
policy 30 54▲ +24 40 62▲ +22 29 39 ns 41 52 ns 

Accommodation for special 
needs policy 16 43▲ +27 21 45▲ +24 18 26 ns 21 31 ns 

Formal mentoring policy 14 23▲ +9 11 32▲ +21 13 21 ns 14 22 ns 

=  significantly  greater  than other gender  group in that wave 
= significantly  greater  /lower than previous position  / ↑↓ =  significantly  higher / lower than benchmark  wave 

ns      =  Not significant 
▲▼ 75 



 

   
  

Attributes of Previous and Current 
Position 
Among Survey Respondents Excluding Those Whose Status Change is 
Related to Parental Leave or Retirement 
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Attributes of Previous versus Current Position: Approach to 
Exploration 
One of the key objectives of the research is to better understand the factors that may be leading paralegals to make a change in their 
position or status. 

Respondents were asked to indicate the extent to which they agree or disagree with a series of statements related to their previous position. 
They were then asked about these statements in relation to their current position. 

Please indicate how strongly you agree or disagree with the following statements as they relate to your 
previous status or position to your current status or position. Please do this using a scale from 1 to 5, 
where “1” means you agree strongly and a “5” means that disagree strongly. If you don’t know or you do 
not feel the statement is applicable to you, you may indicate that. 

Strongly 
agree 

Strongly 
disagree 

Don’t 
know 

Not 
Applicable 

1 2 3 4 5 
The pay is good 
I have the freedom to decide what I do in my job 
I control the scheduling 
The benefits are better 
The job allows me to use my talents and legal skills 
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Attributes of Previous and Current Position  

In total, 19 attributes were examined in the 
research. For 15 of the 19 attributes, there 
has been an increase in the proportion who 
agree that their current position is 
characterized by those attributes compared 
to their previous position. 

However, there are also significant 
proportions who report that these attributes 
did not apply to their previous position 
and/or their current position (from 12% to as 
high as 59% across the 19 attributes). 

To remove the impact  of  the range of  “does  
not  apply”,  separate analysis  was  
conducted  with this  category  removed from  
the calculation of  percentages.   
The remainder of  the analysis  for this  
section is  conducted  by  examining 
responses  to each statement  with the “does  
not  apply” and “don’t  know” responses 
excluded from  the calculation  of  proportions  

(Page 84) Just over one-half in both waves 
(52% in 2012-2014 and 54% in 2016-2020) 
report that their previous position allowed 
them to use their paralegal skills. 

Among those who made a change in the 
benchmark wave the proportion reporting that 
this attribute applied to their current position 
(73%) was significantly higher than the 
proportion who indicated it applied to their 
previous position (52%). This suggests that it 
was a factor in their decision to make a 
change. 

A  significant  increase is  not evident  in 2016-
2020 results.  This  suggests that  changes  in 
the most  recent  wave were less  likely  to have 
been motivated by  the opportunity  to use 
paralegal skills  and were likely  driven by  
other factors.   
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Attributes of Previous and Current Position  

Most of the attributes that respondents were 
least likely to feel described their previous 
position are also the ones where the greatest 
improvements have been made after a 
change. 

(Page 84-85) Close to one-third or less agreed 
that opportunity for promotion, job security, 
good pay and good benefits were attributes 
that described their previous position. 

There have been jumps of at least 20 points in 
the proportions who say these attributes 
describe their current position: 

•	 I am advancing as rapidly as my
colleagues with similar qualifications (up
24 points to 58% in current position).

•	 Opportunities for promotion (up 27 points
to 41%).

•	 Job security is good (up 25 points to
53%). 

•	 The pay is good (up 21 points to 45%).

•	 The benefits are good (up 20 points to
44%) .

Work-life balance is the only other issue 
where the increase is as prominent as the 
attributes just described: 

•	 Those who report that their job allows
them to balance career and family has
gone up 23 points to 67% from previous
to current position.
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Attributes of Previous and Current Position  

Those who have moved out of a private 
practice setting have seen the greatest gains 
in career advancement and pay and benefits 
in their new position – the attributes they were 
least likely to feel described their previous 
position. 

(Page 88-89) Agreement that opportunities for 
promotion are excellent has increased 40 
points from 11% to 51%, and I am advancing 
as rapidly as my colleagues who have similar 
qualifications has increased 35 points from 
28% to 63%. 

•	 The job security is good (up 40 points from
19% to 59% agreeing)

•	 Pay is good (up 40 points from 14% to
54%) 

•	 The benefits are good (up 42 points from
13% to 55%)

Further, there has been a 27-point increase in 
the proportion who feel their current position 
allows balance of career and family. 

Compared to those who have moved out of 
private practice, those who remained in that 
setting are distinct from two perspectives: 

1)	 They are more likely to report that their
previous position had these attributes
(opportunities for promotion, job security,
good pay and benefits, work/life
balance).

2)	 The proportions who say that their
current position has these attributes is
greater than the proportions who say that
about their previous position, but the
differences compared to their colleagues
who left private practice are not as great.
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Attributes of Previous and Current Position  

Regardless of whether a change from a 
private practice setting leads to a similar 
setting or another type of setting, there 
appear to be three key considerations for 
women in changing position - opportunities 
for promotion, benefits and the ability to 
balance career and family. 

(Page 90-91) However, the increases in 
the proportion of women who report that 
their current position has these 
characteristics is compared to the 
proportion who said this of their previous 
position are much greater among those 
who left private practice than they are 
among those who remined in private 
practice.. 

•	 The job allows me to balance career
and family (up 37 points to 72% among
those leaving paralegal law firm setting
/ up 20 points to 73% among those
staying in the setting).

•	 The benefits are good (up 45 points to 59%
among those leaving private practice / up 20
points to 43% among those remaining in
private practice).

•	 The opportunities for promotion are excellent
(up 45 points to 55% among those leaving
private practice/ up 17 points to 36% among
those remaining in private practice).

It is telling, however, that women who are 
moving away from private practice appear to 
some degree to be giving up their opportunity to 
use their talents and paralegal skills. 

The proportion who agree their previous position 
allowed them to use their skills is nearly twice 
the proportion who agree that their current 
position allows them to use those skills (60% 
and 32%, respectively). 

Among women who stayed in private practice 
there is no change in agreement with that 
statement from previous to current 
position. 

81 



 

      
      

Attributes of Previous and Current Position  

Q12 

EXCLUDING  THOSE  WHOSE CHANGE  IS RELATED 
TO  MATERNITY/ PARENTAL  LEAVE  OR RETIREMENT 

W16-20 (n=491)
PREVIOUS  POSITION/SETTING 

Agree 
(5,4) 

Neutral 
(3) 

Disagree 
(2,1) 

Not app/ 
Don’t  
Know 

CURRENT  POSITION/SETTING 

Agree 
(5,4) 

Neutral 
(3) 

Disagree 
(2,1) 

Not app/ 
Don’t  
Know 

% % % % % % % % 
PRACTICE  OPPORTUNITIES 
The  job  allows me  to use  my  talents and  paralegal skills 48 17 24 11 49 17 19 16 
I have  the  freedom  to decide  what I do  in my  job 36 17 38 9 46▲ 18 24▼ 13 
The  opportunities for promotion are  excellent 11 15 51 23 29▲ 15 26▼ 30▲ 
PAY  AND  BENEFITS 
Job  security  is good 24 19 42 14 42▲ 20 18▼ 20 
The  pay is good 21 24 44 11 37▲ 24 22▼ 16 
The  benefits are good 18 14 44 24 31▲ 15 24▼ 29 
WORK-LIFE  BALANCE AND STRESS 
The  job  allows me  to balance  career and  family 39 22 27 12 58▲ 18 11▼ 14 
I control the  scheduling 35 15 39 11 46▲ 16 25▼ 14 
My  job  is very  stressful 49 25 17 8 37▼ 24 26▲ 12 
My  workload is too heavy 35 23 30 13 26▼ 25 34 16 
JOB SATISFACTION AND  FULFILLMENT 
My  work is important to  society 57 18 15 10 62 16 9▼ 14 
I feel real enjoyment in my  work 44 21 26 9 57▲ 19 11▼ 14 

▲▼ = significantly greater /lower than previous position / ↑↓ = significantly higher / lower than benchmark wave 
ns = Not significant 
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▲▼ 

Attributes of Previous and Current Position  

Q12 

EXCLUDING  THOSE  WHOSE CHANGE  IS RELATED 
TO  MATERNITY/ PARENTAL  LEAVE  OR RETIREMENT 

W16-20 (n=491)
PREVIOUS  POSITION/SETTING 

Agree 
(5,4) 

Neutral 
(3) 

Disagree 
(2,1) 

Not app/ 
Don’t  
Know 

W16-20 (n=491)
CURRENT  POSITION/SETTING 

Agree 
(5,4) 

Neutral 
(3) 

Disagree 
(2,1) 

Not app/ 
Don’t  
Know 

% % % % % % % % 
WORKING RELATIONSHIPS 
I have  a  good  working relationship with  female  colleagues 63 11 7 18 67 9 3▼ 21 
I have  a  good  working relationship with  male colleagues 62 11 9 19 64 10 3▼ 23 
I have  a  strong network of  legal professionals, mentors or sponsors 38 20 28 13 49▲ 16 16▼ 19 who  could provide  guidance  and  advocate  for me  in the  workplace.  
INCLUSIVITY  AND  CAREER PROGRESSION 
My  workplace  promotes principles of  equality, diversity  and  inclusion 48 15 16 21 62▲ 11 5 22 
I am  advancing  as rapidly  as my colleagues who have  similar 23 15 28 34 37▲ 15 11 37 qualifications and  experience 
BILLABLE  HOURS  AND  BUSINESS  DEVELOPMENT  
REQUIREMENTS 
Billable hours requirements are too  onerous 18 17 13 52 11▼ 13 16 59 
The  requirements for business development are too  heavy   25 21 22 33 18▼ 20 23 38 

=  significantly  greater  than other gender  group in that wave 
= significantly greater /lower than previous position / ↑↓ = significantly higher / lower than benchmark wave 

ns = Not significant 
Q12:	 Please indicate how strongly you agree or disagree with the following statements as they relate to your previous status or position to your current status or position. Please do this using a scale from 1 to 5, 

where “1” means you agree strongly and a “5” means that disagree strongly. If you don’t know or you do not feel the statement is applicable to you, you may indicate that. 83 



 

          
      

   
  

Attributes of Previous and Current Position  

Q12 
% who agree with statements as it relates to status 
(excludes “don’t know” responses) 

EXCLUDING THOSE WHOSE CHANGE IS DUE TO 
MATERNITY/PARENTAL LEAVE OR RETIREMENT 

W12-14 W16-20
Calculation “% agree” excludes don’t know responses

Previous Current GAP 
(% current -
% previous)

Previous Current GAP 
(% current -
% previous)

n= 521 516 491 491 
% % % % 

PRACTICE  OPPORTUNITIES 
The  job  allows me to use  my  talents and paralegal  skills 52 73▲ +21 54 58▲↓ ns 
I  have the  freedom  to decide  what  I  do  in my  job 37 59▲ +22 40 52▲ +12 
The  opportunities for promotion are excellent 10 44▲ +34 14 41▲ +27 
PAY  AND  BENEFITS 
Job  security  is good 21 44▲ +23 28 53▲↑ +25 
The  pay  is good 24 40▲ +16 24 45▲ +21 
The  benefits are good 22 40▲ +17 24 44▲ +20 
WORK-LIFE BALANCE AND  STRESS 
The  job  allows me to balance career  and family 42 66▲ +24 44 67▲ +23 
I  control  the  scheduling 37 57▲ +20 39 53▲ +14 
My  job  is very  stressful 53 34▼ -19 54 42▼↑ -12 
My  workload is too  heavy 36 22▼ -14 40 31▼↑ -9 
JOB SATISFACTION  AND  FULFILLMENT 
My  work  is important  to society 64 77▲ +13 63 71▲↓ +8 
I  feel  real  enjoyment  in my  work 53 77▲ +24 48 66▲↓ +18 

▲▼ = significantly greater /lower than previous position / ↑↓ = significantly higher / lower than benchmark wave 
ns = Not significant 
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Attributes of Previous and Current Position  

Q12 
% who agree with statements as it relates to status 
(excludes “don’t know” responses) 

EXCLUDING THOSE WHOSE CHANGE IS DUE TO 
MATERNITY/PARENTAL LEAVE OR RETIREMENT 

W12-14 W16-20
Calculation “% agree” excludes don’t know responses

Previous Current GAP 
(% current -
% previous)

Previous Current GAP 
(% current -
% previous)

n= 521 516 491 491 
% % % % 

WORKING RELATIONSHIPS 
I have  a  good  working relationship with  female  colleagues 77 88▲ +11 77 85▲ +8 
I have  a  good  working relationship with  male colleagues 78 86▲ +8 76 84▲ +8 
I have a strong network of  legal professionals, mentors or sponsors who  could 
provide  guidance  and  advocate  for me  in the  workplace.  n/a n/a n/a 44 61▲ +17 

INCLUSIVITY  AND  CAREER PROGRESSION 
My  workplace  promotes principles of  equality, diversity  and  inclusion n/a n/a n/a 60 79▲ +19 
I am  advancing  as rapidly  as my colleagues who have  similar qualifications and  
experience n/a n/a n/a 34 58▲ +24 

BILLABLE  HOURS  AND  BUSINESS  DEVELOPMENT REQUIREMENTS 
Billable hours requirements are too  onerous n/a n/a n/a 38 28▼ -13 
The  requirements for business development are too  heavy   n/a n/a n/a 37 30▲ -14 

=  significantly  greater  than other gender  group in that wave 
 = significantly  greater  /lower than previous position  / ↑↓ =  significantly  higher / lower than benchmark  wave 

ns      =  Not significant 
Q12: Please  indicate  how strongly  you agree  or disagree  with the  following  statements  as  they relate  to  your previous  status  or position  to  your current status  or position. Please  do  this  using  a  scale  

from  1  to 5, where “1” means  you agree  strongly  and  a  “5” means  that disagree  strongly. If  you don’t know or you  do not feel  the statement is  applicable  to  you, you may indicate  that.  85 



   Attributes of Previous Current Position Based on Gender  

Q.12 
%  who  agree with  statements as it relates to status 
(excludes  “don’t know”  and “not applicable”  responses) 

EXCLUDING THOSE  WHOSE CHANGE IS RELATED  TO MATERNITY/ PARENTAL LEAVE  OR RETIREMENT 
2012-2014

WOMEN MEN 
2016-2020

WOMEN MEN 
Calculation of  “% agree” excludes  don’t know and not applicable responses

Prev Curr 
GAP 

Prev Curr 
GAP 

Prev Curr 
GAP 

Prev Curr 
GAP n= 321 315 200 201 334 335 151 150 

% % % % % % % % 
PRACTICE  OPPORTUNITIES 
The  job  allows me  to use  my  talents and  paralegal skills 49 71▲ +22 57 77▲ +20 51 56↓ ns 59 63 ns 
I have  the  freedom  to decide  what I do  in my  job 32 53▲ +21 46 67▲ +21 35 49▲ +14 48 59 ns 
The  opportunities for promotion are  excellent 8 49▲ +41 12 37▲ +25 13 42▲ +29 17 41▲ +24 
PAY  AND  BENEFITS 
Job  security  is good 20 47▲ +27 23 41▲ +18 29 53▲ +24 28 53▲↑ +25 
The  pay is good 23 41▲ +18 24 38▲ +14 24 45▲ +21 22 46▲ +24 
The  benefits are good 23 43▲ +20 22 35▲ +13 25 46▲ +21 22 40▲ +18 
WORK-LIFE  BALANCE  AND STRESS 
The  job  allows me  to balance  career and  family 44 68▲ +24 38 62▲ +24 43 69▲ +26 47 63▲ +16 
I control the  scheduling 34 53▲ +19 43 64▲ +21 35 50▲ +15 48 58 ns 
My  job  is very  stressful 53 36▼ -17 52 31 -21 55 43▼ -12 50 40 ns 
My  workload  is too  heavy 38 23▼ -15 33 20 -13 43 28▼ -15 32 37↑ ns 
JOB  SATISFACTION  AND  FULFILLMENT 
My  work is important to  society 66 81▲ +15 62 72▲ +10 58 69▲↓ +11 74 76 ns 
I feel real enjoyment in my  work 52 79▲ +27 55 74▲ +19 47 66▲↓ +19 51 67▲ +16 

=  significantly  greater  than other gender  group in that wave 
= significantly  greater  /lower than previous position  / ↑↓ =  significantly  higher / lower than benchmark  wave 

ns      =  Not significant 
▲▼ 86 



   

                        
               

    
      

      

Q.12 
%  who  agree with  statements as it relates to status 
(excludes  “don’t know”  responses) 

Attributes of Previous Current Position Based on Gender  
EXCLUDING THOSE WHOSE CHANGE IS RELATED TO MATERNITY/  PARENTAL LEAVE OR RETIREMENT 

2012-2014
WOMEN MEN 

2016-2020
WOMEN MEN 

Calculation “% agree” excludes don’t know responses
Prev Curr 

GAP 
Prev Curr 

GAP 
Prev Curr 

GAP 
Prev Curr 

GAP n= 321 315 200 201 334 335 151 150 
% % % % % % % % 

WORKING RELATIONSHIPS 
I have  a  good  working relationship with  female  colleagues 73 88▲ +15 84 89 n/s 73 85▲ +12 88 85 ns 
I have  a  good  working relationship with  male colleagues 75 85▲ +10 84 88 n/s 72 83▲ +11 85 85 ns 
I have  a  strong network of  legal professionals, mentors or 
sponsors who could provide  guidance  and  advocate  for me  in 
the  workplace. 

n/a n/a n/a n/a n/a n/a 44 60▲ +16 44 63▲ +19 

INCLUSIVITY  AND  CAREER PROGRESSION 
My  workplace  promotes principles of  equality, diversity  and  
inclusion n/a n/a n/a n/a n/a n/a 56 80▲ +24 71 79 +8 

I am  advancing  as rapidly  as my colleagues who have  similar 
qualifications and  experience n/a n/a n/a n/a n/a n/a 35 59▲ +24 34 57 +23 

BILLABLE  HOURS  AND  BUSINESS  DEVELOPMENT  
REQUIREMENTS 
Billable hours requirements are too  onerous n/a n/a n/a n/a n/a n/a 39 31▼ -8 35 23 -12 
The  requirements for business development are too  heavy   n/a n/a n/a n/a n/a n/a 35 31 ns 42 28 -14 

= significantly greater than other gender group in that wave 
▲▼ = significantly greater /lower than previous position / ↑↓ = significantly higher / lower than benchmark wave 
ns = Not significant 
Q12: Please indicate how strongly you agree or disagree with the following statements as they relate to your previous status or position to your current status or position. Please do this using a scale from 1 to 5, 

where “1” means you agree strongly and a “5” means that disagree strongly. If you don’t know or you do not feel the statement is applicable to you, you may indicate that. 87 



   Attributes of Previous Current Position Based on Gender  

Q.12 
%  who  agree with  statements as it relates to status 
(excludes  “don’t know”  and “not applicable”  responses) 

EXCLUDING THOSE WHOSE CHANGE IS RELATED TO MATERNITY/  PARENTAL LEAVE OR RETIREMENT 
2012-2014 2016-2020

Moved f rom private practice  to… 
Other position/status Private practice 

Moved f rom private practice  to… 
Other position/status Private practice 

Calculation of  “% agree” excludes  don’t know and not applicable responses
Prev Curr Prev Curr 

GAP 
Prev Curr 

GAP 
Prev Curr 

GAP n= 178 150 141 141 
% % % % % % % % 

PRACTICE  OPPORTUNITIES 
The  job  allows me  to use  my  talents and  paralegal skills n/a n/a n/a n/a n/a n/a 62 33▼ -29 67 78 ns 
I have  the  freedom  to decide  what I do  in my  job n/a n/a n/a n/a n/a n/a 41 44 ns 57 66 ns 
The  opportunities for promotion are  excellent n/a n/a n/a n/a n/a n/a 11 51▲ +40 20 34▲ +14 
PAY  AND  BENEFITS 
Job  security  is good n/a n/a n/a n/a n/a n/a 19 59▲ +40 34 50▲ +16 
The  pay is good n/a n/a n/a n/a n/a n/a 14 54▲ +40 29 45▲ +16 
The  benefits are good n/a n/a n/a n/a n/a n/a 13 55▲ +42 21 41▲ +20 
WORK-LIFE  BALANCE  AND STRESS 
The  job  allows me  to balance  career and  family n/a n/a n/a n/a n/a n/a 40 67▲ +27 51 71▲ 20 
I control the  scheduling n/a n/a n/a n/a n/a n/a 39 43 ns 59 69 ns 
My  job  is very  stressful n/a n/a n/a n/a n/a n/a 63 39▼ -24 56 50 ns 
My  workload  is too  heavy n/a n/a n/a n/a n/a n/a 44 36 ns 38 32 ns 
JOB SATISFACTION AND  FULFILLMENT 
My  work is important to  society n/a n/a n/a n/a n/a n/a 68 72 ns 71 80 ns 
I feel real enjoyment in my  work n/a n/a n/a n/a n/a n/a 49 64▲ +15 59 70 ns 

=  significantly  greater  than other gender  group in that wave 
▲▼ = significantly  greater  /lower than previous position  / ↑↓ =  significantly  higher / lower than benchmark  wave 
ns =  Not significant 
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   Attributes of Previous Current Position Based on Gender  

Q.12 
%  who  agree with  statements as it relates to status 
(excludes  “don’t know”  responses) 

EXCLUDING THOSE WHOSE CHANGE IS RELATED TO MATERNITY/  PARENTAL LEAVE OR RETIREMENT 
2012-2014 2016-2020

Moved f rom private practice  to… 
Other position/status Private practice 

Moved f rom private practice  to… 
Other position/status Private practice 

Calculation “% agree” excludes don’t know responses
Prev Curr 

GAP 
Prev Curr 

GAP 
Prev Curr 

GAP 
Prev Curr 

GAP n= 321 315 200 201 178 150 141 141 
% % % % % % % % 

WORKING RELATIONSHIPS 
I have  a  good  working relationship with  female  colleagues n/a n/a n/a n/a n/a n/a 77 84 ns 81 90▲ +9 
I have  a  good  working relationship with  male colleagues n/a n/a n/a n/a n/a n/a 81 83 ns 79 89▲ +11 
I have  a  strong network of  legal professionals, mentors or 
sponsors who could provide  guidance  and  advocate  for me  in 
the workplace. 

n/a n/a n/a n/a n/a n/a 41 62▲ +21 57 70▲ +13 

INCLUSIVITY  AND  CAREER PROGRESSION 
My  workplace  promotes principles of  equality, diversity  and  
inclusion n/a n/a n/a n/a n/a n/a 56 83▲ +27 70 81▲ +11 

I am  advancing  as rapidly  as my colleagues who have  similar 
qualifications and  experience n/a n/a n/a n/a n/a n/a 28 63▲ +35 47 59▲ +12 

BILLABLE  HOURS  AND  BUSINESS  DEVELOPMENT  
REQUIREMENTS 
Billable hours requirements are too  onerous n/a n/a n/a n/a n/a n/a 39 14▼ -25 46 37 ns 
The  requirements for business development are too  heavy   n/a n/a n/a n/a n/a n/a 50 30▼ -20 35 39 ns 

=  significantly  greater  than other gender  group in that wave 
= significantly  greater  /lower than previous position  / ↑↓ =  significantly  higher / lower than benchmark  wave ▲▼ 

ns      =  Not significant 89 



   Attributes of Previous Current Position Based on Gender  

Q.12 
%  who  agree with  statements as it relates to status 
(excludes  “don’t know”  and “not applicable”  responses) 

▲▼ 

EXCLUDING THOSE WHOSE  CHANGE  IS RELATED TO MATERNITY/ PARENTAL  LEAVE  
OR RETIREMENT 

2016-2020
WOMEN MEN 

Moved f rom private practice  to… 
Other position/status Private practice 

Moved f rom private practice  to… 
Other position/status Private practice 

Calculation of  “% agree” excludes  don’t know and not applicable responses
Prev Curr 

GAP 
Prev Curr 

GAP 
Prev Curr 

GAP 
Prev Curr 

GAP n= 99 99 87 87 40 40 50 50 
% % % % % % % % 

PRACTICE  OPPORTUNITIES 
The  job  allows me  to use  my  talents and  paralegal skills 60 32▼ -28 64 76 ns 

B
a ana se ly  siztica e tl opu o  rpo

sm
se a

s 
 ll for 

72 80 ns 
I have  the  freedom  to decide  what I do  in my  job 34 41 ns 55 63 ns 58 71 ns 
The  opportunities for promotion are  excellent 10 55▲ +45 18 36▲ +17 23 33▲ ns 
PAY  AND  BENEFITS 
Job  security  is good 18 62▲ +44 39 52 ns 26 49▲ +23 
The  pay is good 15 53▲ +39 35 45 ns 19 44▲ +25 
The  benefits are good 14 59▲ +45 23 43▲ +20 16 36▲ +20 
WORK-LIFE  BALANCE  AND STRESS 
The  job  allows me  to balance  career and  family 35 72▲ +37 52 73▲ +21 47 68▲ +21 
I control the  scheduling 32 41 ns 56 66 ns 60 73 ns  
My  job  is very  stressful 65 39▼ -26 58 52 ns 52 43 ns  
My  workload  is too  heavy 52 34▼ -18 36 27 ns 40 38 ns 
JOB SATISFACTION AND  FULFILLMENT 
My  work is important to  society 65 72 ns 63 76 ns 83 85 ns 
I feel real enjoyment in my  work 47 66▲ +18 58 69 ns 60 72 ns 

=  significantly  greater  than other gender  group in that wave 
= significantly  greater  /lower than previous position  / ↑↓ =  significantly  higher / lower than benchmark  wave 

ns      =  Not significant 
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Attributes of Previous Current Position Based on Gender  

Q.12 
%  who  agree with  statements as it relates to status 
(excludes  “don’t know”  responses) 

EXCLUDING THOSE WHOSE  CHANGE  IS RELATED TO 
MATERNITY/ PARENTAL  LEAVE  OR RETIREMENT 

2016-2020
WOMEN MEN 

Moved f rom private practice  to… 
Other position/status Private practice 

Moved f rom private practice  to… 
Other position/status Private practice 

Calculation “% agree” excludes don’t know responses
Prev Curr 

GAP 
Prev Curr 

GAP 
Prev Curr 

GAP 
Prev Curr 

GAP n= 99 99 87 87 40 40 50 50 
% % % % % % % % 

WORKING RELATIONSHIPS 
I have  a  good  working relationship with  female  colleagues 75 88▲ +13 74 88▲ +13 

B
a ana  
se ly siztica e tl opu  o rpo

sm
se a

 ll s for 

92 95 ns 
I have  a  good  working relationship with  male colleagues 81 86 ns 74 90▲ +16 85 87 ns 
I have  a  strong network of  legal professionals, mentors or 
sponsors who could provide  guidance  and  advocate  for me  in 
the  workplace. 

45 65▲ +20 55 70▲ +14 61 74 ns 

INCLUSIVITY  AND  CAREER PROGRESSION 
My  workplace  promotes principles of  equality, diversity  and  
inclusion 49 85▲ +36 73 82 ns 63 79 ns 

I am  advancing  as rapidly  as my colleagues who have  similar 
qualifications and  experience 28 70▲ +42 42 59▲ +16 52 60 ns 

BILLABLE  HOURS  AND  BUSINESS  DEVELOPMENT  
REQUIREMENTS 
Billable hours requirements are too  onerous 41 23▼ -18 49 38 ns 44 35 ns 
The  requirements for business development are too  heavy   46 35 ns 35 38 ns 39 41 ns 

= significantly greater than other gender group in that wave 
= significantly greater /lower than previous position / ↑↓ = significantly higher / lower than benchmark wave 

ns = Not significant 91 
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Change 
Among Survey Respondents Excluding Those Whose Status Change is 
Related to Parental Leave or Retirement 
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Stated Importance of Factors in Change – Approach to 
Exploration 
Another means of determining what drives a change of status is to ask respondents directly the extent to which a number of factors were 
important reasons for their recent change. 

In Wave 2016-2020, a set of issues not included in the benchmark waves was added to the survey. These include a focus on mentorship 
programs, the promotion of equity, diversity and inclusion in the setting, as well as requirements for billable hours. 

Please indicate how important each of the following were in your decision to move from your previous 
status or position to your current status or position. Please do this using a scale from 1 to 5, where “1” 
means that it was not important at all and a “5” means that it was very important. If you don’t know or you 
do not feel the statement is applicable to you, you may indicate that. 

Not  at a ll 
important 

Very 
important 

Don’t  
know 

Not  
Applicable 

1 2 3 4 5 
The  pay  is  better 
I  have  the  freedom  to  decide  what  I  do  in my  job 
I  control the  scheduling 
The  benefits  are  better 
The  job  allows  me  to  use  my  talents  and  legal skills 
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Ten Most Important Factors Driving Change  

The most  frequently  cited reasons  driving 
change in the 2016-2020  wave are generally  
consistent  with the benchmark  wave,  although 
their relative intensity  differs.  

(Pages 99-100) The top four drivers  are 
balance of  career and family,  better pay,  the 
ability  to use paralegal skills  in a new  position,  
and job security.   At  least  half  of  respondents  
identify  these as  important  drivers  of  a change.   

For three of  these four issues,  the proportion 
who identify  each as  an important  driver of  
change has  increased significantly  since 2012-
2014: 

• 
 
 

Career-family  balance (up 6 points)
• The pay  is  better (up  5 points)
• Job security  is  good (up 9 points)

The  job  allows me  to balance  career and  family  52 ↑ 
46 

The  pay is better 51 ↑
46 

The  job  allows me  to use  my  talents 
and  paralegal skills 

51 
50 

Job  security  is good  50 ↑ 
41 

My  current position  promotes principles of  
equality, diversity and  inclusion Not  asked  in  2012-14 

47 

I have  the  freedom  to decide  what I do  in my  job  46
41 

I control the  scheduling 44↑
36

My  current position  offers flexible 
full-time  work hours 

43 
40

The  opportunities for promotion are  excellent 41↑ 
33

The  benefits are better 40
31 

2016-2020 

2012-2014 
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Ten Most Important Factors Driving Change  

For the first  time,  the 2016-2020  survey  
included the promotion of  principles  of  equality,  
diversity  and inclusion as  a potential driver of  
change. 

The importance  of  a setting  that  promotes  
diversity  and inclusion is  among the top five 
factors  identified as  important  among those 
who have made a change.  

Almost  one-half  identify  it  as a  driver (47%).  
There is  no significant  difference between men 
and women in the ascribed importance of  this  
factor.   

52 ↑ The  job  allows me  to balance  career and  family  46 

51 ↑The  pay is better 46 
The  job  allows me  to use  my  talents 

and  paralegal skills 
51 
50 

50 ↑ Job  security  is good  41 
My  current position  promotes principles of  

equality, diversity and  inclusion 
47 

Not  asked  in  2012-14 

46I have  the  freedom  to decide  what I do  in my  job  41 

44↑I control the  scheduling  36
My  current position  offers flexible 

full-time  work hours 
43 

40

41↑ The  opportunities for promotion are  excellent  33 

40The  benefits are better 31 
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Importance  of Factors  Driving Change – Women Compared 
to Men  

 

Similar proportions  of  men and women now  
identify  each of  the issues  tested as  “very” 
or “somewhat” important  considerations  in 
their  choice to change their  position.   

This  stands in contrast  to the benchmark  
wave,  in which women ascribed  greater  
importance than did men to a number of  
factors. 

(Pages 101-102) Increases in ascribed 
importance among men are evident on 
most of the issues on which women 
provided higher importance ratings in the 
benchmark wave: 
•	 Job security (49% important – up 19 

points) 

•	 Opportunities for promotion (34% - up 
14 points) 

•	 Benefits are better (39% - up 16 points) 

•	 There is a pension plan (29% - up 15 points) 

•	 Workload has decreased (27% - up 11 
points) 

•	 Leave of absence or sabbatical (26% - up 
14 points) 

•	 Accommodation for special needs (23% -
up 9 points) 

•	 Formal mentoring (25% - up 11 points) 

•	 My position offers part-time work (21% - up 
11 points) 

•	 There is job sharing in my current position 
(16% - up 9 points) 
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Importance of Factors Driving Change – Based on Destination of 
Change Among Those Who Started in Private Practice 

What ranks as most important in a decision to 
change position differs strongly between 
those who stayed in a paralegal / law firm 
setting and those who moved to a different 
setting. 

(Pages 103-104) Those who have left practice 
in a paralegal or law firm and moved to 
another position/status are most likely to cite 
the following as important factors prompting 
that change. 

That the pay is better (63%). 

 Job security (59%). 

 The ability to balance career / family (54%). 

.  

By contrast, those who have stayed in practice 
in a paralegal or law firm setting are most likely 
to cite the following : 

 The new position allows them to use their 
paralegal talents/skills (62%). 

 Having the freedom to decide what I do in my 
job (55%) 

 The job allows me to balance career and 
family (55%) 

 Control of scheduling (50%). 

Those who have moved into a position at a 
paralegal or law firm who did not practise in one 
of these settings prior to their change are similar 
to those who stayed within these settings. They 
place the greatest emphasis on the new position 
allowing them to use their skills as an important 
reason for the change (79%). All other factors 
receive less than 56% of mentions. 
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Importance  of Factors  Driving Change – Women Who Left   
Private Practice  

The top three reasons why women who have 
moved out of practice in a paralegal or law 
firm setting relate to pay, security and 
balance. 

(Page 107-108) Further, on two issues, the 
proportions of women who indicate they were 
important as a factor driving a change out of a 
paralegal or law firm setting are nearly one 
and one-half times greater than found among 
women who remained in a paralegal or law 
firm setting. 

 That the pay is better (69% important for 
those who have left practice in a paralegal or 
law firm versus 44% who have stayed in that 
setting, respectively). 

 Job security (67% versus 47%). 

. 

There is no significant difference, however, 
between those who have left private practice 
and those who have not on the importance of 
career/family balance (60% and 56%, 
respectively). 

Those who have left practice in a paralegal or 
law firm setting are also more likely to indicate 
that the following were key considerations in 
their change: 

 The opportunities for promotion are excellent 
(57% versus 31% among those who 
remained in private practice). 

 The job is less stressful (55% versus 30%). 

 There is a pension plan at my current 
workplace (40% versus 14%). 

98 



 

      
      

Importance of Specific Issues in Driving a Change of Status  
EXCLUDING  THOSE  WHOSE CHANGE  IS RELATED 

TO  MATERNITY/ PARENTAL  LEAVE  OR RETIREMENT 
W12-14 (n=705)

Important 
(5,4) 

Neutral 
(3) 

Not  
Important 

(2,1) 

Not app/ 
Don’t  
Know 

W16-20 (n=475)

Important 
(5,4) 

Neutral 
(3) 

Not  
Important 

(2,1) 

Not app/ 
Don’t  
Know 

% % % % % % % % 
The  job  allows me  to balance  career and  family  46 14 8 33 52↑ 14 6 28 
The  pay is better 46 10 10 34 51 9 10 30 
The  job  allows me  to use  my  talents and  paralegal skills 50 8 9 34 51 12 9 28↓ 
Job  security  is good  41 11 9 39 50↑ 12 6 32↓ 
My  current position  promotes principles of  equality, diversity and  
inclusion n/a n/a n/a n/a 47 9 6 38 

I have  the  freedom  to decide  what I do  in my  job  41 13 11 34 46 15 12 27↓ 
I control the  scheduling  36 14 14 36 44↑ 15 14 26↓ 
My  current position  offers flexible  full-time  work hours 40 9 10 42 43 11 8 39 
The  opportunities for promotion are  excellent 33 10 9 47 41↑ 12 9 39↓ 
The  benefits are better 31 9 12 49 40↑ 9 12 39↓ 
My  job  is less stressful 31 17 15 37 39 16 13 32 
My  current position  offers strong  network of  legal professionals, 
mentors or sponsors who could provide  guidance  & advocate  for me  n/a n/a n/a n/a 38 12 6 44 
in the  workplace 
There is a  pension  plan  in my current position  22 4 9 66 27↑ 4 9 60↓ 
My  workload  has decreased  20 16 22 42 25↑ 17 19 39 
In  my  previous position, I was not advancing  as rapidly  as my  
colleagues who had  similar qualifications and  experience  n/a n/a n/a n/a 25 10 10 56 

▲▼ = significantly greater /lower than previous position / ↑↓ = significantly higher / lower than benchmark wave 
n/s = Not significant 
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Importance of Specific Issues in Driving a Change of Status  
EXCLUDING  THOSE  WHOSE CHANGE  IS RELATED 

TO  MATERNITY/ PARENTAL  LEAVE  OR RETIREMENT 
W12-14 (n=705)

Important 
(5,4) 

Neutral 
(3) 

Not  
Important 

(2,1) 

Not app/ 
Don’t  
Know 

W16-20 (n=475)

Important 
(5,4) 

Not  
Important 

(2,1) 

Neutral 
(3) 

Not app/ 
Don’t  
Know 

% % % % % % % % 
My  current position  offers a leave  of  absence  or sabbatical 20 6 10 63 24 8 8 60 
There is accommodation  for special needs policy  at my current 
position  14 6 10 70 22↑ 5 10 63↓ 

There is paid maternity  or parental leave  15 3 14 67 21 5 12 62 
There is a  formal mentoring  policy  in my  current position  18 6 10 66 21 10↑ 9 60↓ 
My  current position  offers part-time  work 14 7 17 62 21↑ 5 13 61 
In  my  previous position, the  requirement for billable  hours was too  
onerous n/a n/a n/a n/a 17 7 11 66 

Requirements for bus development in my  current position  have  
decreased n/a n/a n/a n/a 16 9 12 63 

There is job  sharing  in my  current position 9 6 15 70 13↑ 8 12 67 
In  my  previous position, there was a billable  hour target n/a n/a n/a n/a 12 5 11 72 

▲▼ = significantly greater /lower than previous position / ↑↓ = significantly higher / lower than benchmark wave 
n/s = Not significant 
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▲▼ 

Importance of Specific Issues in Driving a Change of Status  

%  Important (4 or 5 on scale) 
In rank order based on % “ important”  for  all  respondents 
Q.13AA  (See first page of section  for  question wording) 

EXCLUDING THOSE WHOSE CHANGE IS RELATED TO MATERNITY/  PARENTAL LEAVE OR RETIREMENT 
W12-14

TOTAL WOMEN MEN 

W16-20

TOTAL WOMEN MEN 

n= 705 455 250 475 323 146 
% % % % % % 

The  job  allows me  to balance  career and  family  46 49 39 52↑ 54 48 
The  pay is better  46 50 38 51 53 47 
The  job  allows me  to use  my  talents and  paralegal skills 50 51 47 51 51 49 
Job  security  is good  41 48 30 50↑ 51 49↑ 
My  current position  promotes principles of  equality, diversity and  
inclusion n/a n/a n/a 47 46 49 

I have  the  freedom  to decide  what I do  in my  job  41 40 45 46 46 45 
I control the  scheduling  36 35 39 44↑ 44↑ 45 
My  current position  offers flexible  full-time  work hours 40 41 37 43 42 45 
The  opportunities for promotion are  excellent 33 40 20 41↑ 44 34↑ 
The  benefits are better  31 35 23 40↑ 41 39↑ 
My  job  is less stressful 30 32 28 39↑ 41↑ 35 
My  current position  offers strong  network of  legal professionals, 
mentors or sponsors who could provide  guidance  & advocate  for me  
in the  workplace 

n/a n/a n/a 38 38 40 

There is a  pension  plan  in my current position  22 26 14 27↑ 25 29↑ 
My  workload  has decreased  20 22 16 25↑ 24 27↑ 
In  my  previous position, I was not advancing  as rapidly  as my  
colleagues who had  similar qualifications and  experience n/a n/a n/a 25 25 24 

=  significantly  greater  than other gender  group in that wave 
= significantly greater /lower than previous position / ↑↓ = significantly higher / lower than benchmark wave 

n/s = Not significant 101 



Q13AA Please indicate how important each of the following were in our decision to move from previous status or position to your current status or position.  

 

         

Importance of Specific Issues in Driving a Change of Status  
EXCLUDING THOSE WHOSE  CHANGE  IS RELATED TO MATERNITY/ PARENTAL  

LEAVE  OR RETIREMENT 
W12-14

%  Important (4 or 5 on scale) 
In rank order based on % “ important”  for  all  respondents 
Q.13AA  (See first page of section  for  question wording) 

TOTAL WOMEN MEN 

W16-20

TOTAL WOMEN MEN 

n= 705 455 250 475 323 146 
% % % % % % 

My  current position  offers a leave  of  absence  or sabbatical 20 24 12 24 24 26↑ 
There is accommodation  for special needs policy  at my current 
position  14 14 14 22↑ 21↑ 23↑ 

There is paid  maternity  or parental leave 15 20 8 21↑ 23 18 
There is a  formal mentoring  policy  in my  current position 18 20 14 21 20 25↑ 
My  current position  offers part-time  work 14 16 10 21↑ 21 21↑ 
In  my  previous position, the  requirement for billable  hours was too  
onerous n/a n/a n/a 17 15 19

The  requirements for business development in my  current position  
have  decreased  n/a n/a n/a 16 14 21

There is job  sharing  in my  current position 9 9 7 13↑ 12 16↑ 
In  my  previous position, there was a billable  hour target n/a n/a n/a 12 12 14

=  significantly  greater  than other gender  group in that wave 
 = significantly  greater  /lower than previous position  / ↑↓ =  significantly  higher / lower than benchmark  wave 

n/s      =  Not significant 
▲▼
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Importance of Specific Issues in Driving a Change of Status  

%  Important (4 or 5 on scale) 
In rank order based on % “ important”  for  all  respondents 
Q.13AA  (See first page of section  for  question wording) 

[#] = Rank 

EXCLUDING THOSE WHOSE  CHANGE  IS RELATED TO MATERNITY/ PARENTAL  
LEAVE  OR RETIREMENT 

2012-2014 2016-2020
Moved  from  private  practice  to  … 

Other position/ 
status Private practice 

Moved  private  practice to … 
Other position/ 

status Private practice 

n= 159 186 150 141 
% % % % 

The  job  allows me to balance career  and family  40 [3] 54 [2] 54↑ [3] 55 [2] 
The  pay is better 52 [1] 44 63 [1] 43 
The  job  allows me  to use  my  talents and  paralegal skills 29 62 [1] 29 62 [1]

 Job security  is good  [2] 47 43  59↑ [2] 48 
My  current position  promotes principles of  equality, diversity and  inclusion n/a n/a 46 43 
I have  the  freedom  to decide  what I do  in my  job  27 51 [3] 35 55 [2]

I control the  scheduling  22 46 37↑ 50 [3] 
My  current position  offers flexible  full-time  work hours 35 48 39 47 
The  opportunities for promotion are  excellent 40 [3] 31 47 30 
The  benefits are better  39 [3] 29 50↑ 33 
My  job  is less stressful 32 39 42 38 
My  current position  offers a strong  network of  legal professionals, mentors 
or sponsors who  could provide  guidance  and  advocate  for me  in the  
workplace 

n/a n/a 28 46 

There is a  pension  plan  in my current position  36 12 38 17 
My  workload  has decreased  25 22 31 25 
In  my  previous position, I was not advancing  as rapidly  as my colleagues 
who  had  similar qualifications and  experience  n/a n/a 23 24 

= significantly greater than other gender group in that wave 
▲▼ = significantly greater /lower than previous position / ↑↓ = significantly higher / lower than benchmark wave 
n/s = Not significant 103 



 Importance of Specific Issues in Driving a Change of Status  

%  Important (4 or 5 on scale) 
In rank order based on % “ important”  for  all  respondents 
Q.13AA  (See first page of section  for  question wording) 

[#] = Rank 

EXCLUDING THOSE WHOSE  CHANGE  IS RELATED TO 
MATERNITY/ PARENTAL  LEAVE  OR RETIREMENT 

2012-2014 2016-2020
Moved  from  private  practice  to  … 

Other position/ 
status Private practice 

Moved  private  practice to … 
Other position/ 

status Private practice 

n= 159 186 150 141 
% % % % 

My  current position  offers a leave  of  absence  or sabbatical 24 20 26 21 
There is accommodation  for special needs policy  at my current position  16 14 18 18 
There is paid maternity  or parental leave  21 13 25 22↑ 
There is a  formal mentoring  policy  in my  current position  18 17 15 23 
My  current position  offers part-time  work 15 9 19 22↑ 
In  my  previous position, the  requirement for billable  hours was too  onerous n/a n/a 21 22 
The  requirements for business development in my  current position  have  
decreased   n/a n/a 15 19 

There is job  sharing  in my  current position 12 7 11 18↑ 
In  my  previous position, there was a billable  hour target n/a n/a 17 17 

=  significantly  greater  than other gender  group in that wave 
= significantly  greater  /lower than previous position  / ↑↓ =  significantly  higher / lower than benchmark  wave 

n/s      =  Not significant 
▲▼ 
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 Importance of Specific Issues in Driving a Change of Status  

%  Important (4 or 5 on scale) 
In rank order based on % “ important”  for  all  respondents 
Q.13AA  (See first page of section  for  question wording) 

EXCLUDING THOSE WHOSE  CHANGE  IS RELATED TO 
MATERNITY/ PARENTAL  LEAVE  OR RETIREMENT  

Moved  from  NOT in a 
private practice 

TO  
private practice 

Moved  from  private 
practice 

TO 
private practice 

W12-14

Moved  from  NOT in a 
paralegal/  law  firm  

TO  
paralegal  or law  firm 

Moved  from  
paralegal/  law  firm  

TO 
paralegal/  law  firm 

W16-20
n= 171 186 84 141 

% % % % 
The  job  allows me  to balance  career and  family  55 54 48 55 [2]
The  pay is better  52 44 46 43 
The  job  allows me  to use  my  talents and  paralegal skills 78 62 79 [1] 62 [1] 
Job  security  is good  40 43 48 48 
My  current position  promotes principles of  equality, diversity and  inclusion n/a n/a 52 [3] 43 
I have  the  freedom  to decide  what I do  in my  job  67 51 56 [2] 55 [2] 
I control the  scheduling  61 46 51 [3] 50 [3]

My  current position  offers flexible  full-time  work hours 53 48 44 47 
The  opportunities for promotion are  excellent  33 31 40 30 
The  benefits are better 26 29 32 33 
My  job  is less stressful 33 39 40 38 
My  current position  offers a strong  network of  legal professionals, mentors or 
sponsors who could provide  guidance/ advocate  for me  in the  workplace n/a n/a 46 46 

There is a  pension  plan  in my current position  15 12 15 17 
My  workload  has decreased  22 22 24 25 
In  my  previous position, I was not advancing  as rapidly  as my colleagues 
who  had  similar qualifications and  experience  n/a n/a 31 24 

=  significantly  greater  than other gender  group in that wave 
= significantly  greater  /lower than previous position  / ↑↓ =  significantly  higher / lower than benchmark  wave 

n/s      =  Not significant 
▲▼ 105 



 

     
  

  
     

   
     

    
  
    

  

Importance of Specific Issues in Driving a Change of Status  

%  Important (4 or 5 on scale) 
In rank order based on % “ important”  for  all  respondents 
Q.13AA  (See first page of section  for  question wording) 

EXCLUDING THOSE WHOSE  CHANGE  IS RELATED TO 
MATERNITY/ PARENTAL  LEAVE  OR RETIREMENT  

Moved  from  NOT in a 
private practice 

TO  
private practice 

Moved  from  private 
practice 

TO 
private practice 

W12-14

Moved  from  NOT in a 
paralegal/  law  firm  

TO  
paralegal  or law  firm 

Moved  from  
paralegal/  law  firm  

TO 
paralegal/  law  firm 

W16-20
n= 171 186 84 141 

% % % % 
My current position offers a leave of absence or sabbatical 18 20 26 21 
There is accommodation for special needs policy at my current position 15 14 24 18 
There is paid maternity or parental leave 11 13 17 22↑ 
There is a formal mentoring policy in my current position 20 17 23 23 
My current position offers part-time work 25 9 24 22↑ 
In my previous position, the requirement for billable hours was too onerous n/a n/a 8 22 
The requirements for business development in my current position have 
decreased n/a n/a 17 19 

There is job sharing in my current position 11 7 10 18↑ 
In my previous position, there was a billable hour target n/a n/a 6 17 

=  significantly  greater  than other gender  group in that wave 
= significantly  greater  /lower than previous position  / ↑↓ =  significantly  higher / lower than benchmark  wave 

n/s      =  Not significant 
▲▼ 106 



 

 

Importance of Specific Issues in Driving a Change of Status  

% Important (4 or 5 on scale) 

EXCLUDING THOSE WHOSE  CHANGE  IS RELATED TO 
MATERNITY/ PARENTAL  LEAVE  OR RETIREMENT  
Have  moved  from  a  position  in private  practice to… 

Some other 
setting/position Private practice 

W12-14
Women 

Some other 
setting/position Private practice 

W16-20
Women 

n= 111 108  99 87  
% % % % 

The  job  allows me  to balance  career and  family  41 62  60↑ 56  
The  pay is better 56 54  69 44  
The  job  allows me  to use  my  talents and  paralegal skills 35 69  32 60  
Job  security  is good   52 58  67↑ 47  
My  current position  promotes principles of  equality, diversity and  inclusion  n/a n/a 47 39  
I have  the  freedom  to decide  what I do  in my  job  31 52  40 53  
I control the  scheduling   25 47  40↑ 49  
My  current position  offers flexible  full-time  work hours 35 54  42 47  
The  opportunities for promotion are  excellent 48 44  57 31↓  
The  benefits are better 42 38  55↑ 30  
My  job  is less stressful 32 48  43 40  
My  current position  offers a strong  network of  legal professionals, mentors or 
sponsors who could provide  guidance  /advocate  for me  in the  workplace n/a n/a 32 44  

There is a  pension  plan  in my current position  41 18  40 14  
My  workload  has decreased   27 27  31 23  
In  my  previous position, I was not advancing  as rapidly  as my colleagues who  had   
similar qualifications and experience  n/a n/a 25 23  
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 Importance of Specific Issues in Driving a Change of Status  

%  Important (4 or 5 on scale) 

EXCLUDING THOSE WHOSE  CHANGE  IS RELATED TO 
MATERNITY/ PARENTAL  LEAVE  OR RETIREMENT  
Have  moved  from  a  position  in private  practice to… 

Some other 
setting/position Private practice 

W12-14
Women 

Some other 
setting/position Private practice 

W16-20
Women 

n= 111 108  99 87  
% % % % 

My  current position  offers a leave  of  absence  or sabbatical 27 27  27 20  
There is accommodation  for special needs policy  at my current position   17 15  17 16  
There is paid maternity  or parental leave   23 20  30 23  
There is a  formal mentoring  policy  in my  current position   22 22  16 15  
My  current position  offers part-time work 14 12  20 18  
In  my  previous position, the  requirement for billable  hours was too  onerous  n/a n/a 20 20  
The  requirements for business development in my  current position  have  
decreased  n/a n/a 14 15  

There is job  sharing  in my  current position 12 9  11 15  
In  my  previous position, there was a billable  hour target  n/a n/a 18 15  
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Likelihood of Returning To Paralegal 
Practice 
Among Survey Respondents Excluding Those Whose Status Change is 
Related to Parental Leave or Retirement Who Have Left Practice 
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Likelihood of Returning To Paralegal Practice  

One-third  of  those who are not  in private 
practice  nor practising in an alternate  setting  
believe it  is  unlikely  they  will return.  

(Page 111) There is  no significant  difference 
between women and men on this  issue nor 
has  the incidence  changed significantly  
compared to the benchmark  wave.  

. 

. 
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Likelihood of Returning To Paralegal Practice  

EXCLUDING THOSE WHOSE  CHANGE  IS RELATED TO 
MATERNITY/ PARENTAL  LEAVE  OR RETIREMENT  

THOSE NOT PRACTISING AS  A  PARALEGAL 

Wave 2012-2014
All Women Men 

Wave 2016-2020
All Women Men 

n= 154 107 47 177 125 51 
% % % % % % 

NET LIKELY 71 70 75 68 66 73 

Very likely 36 35 39 38 37 41 

Somewhat likely 35 35 36 30 30 31 

Not  very  likely 18 19 15 18 19 14 

Not  at all  likely 11 11 10 14 14 14 

NET NOT LIKELY 29 30 25 32 34 27 

Q19 If your change of status or position involved a departure from working as a paralegal, how likely do you believe it is that you will return at some point to work as a licensed 
paralegal? 

Base:	 Those who have moved into a practice setting other than paralegal or law with Don’t know responses removed (Base Don’t know and Not applicable % in 2012-2014 = 21%/ 
Don’t know at not applicable % in 2016-2020 = 32%) 111 



Unaided Reasons for Leaving Paralegal 
Practice and Support That Could be 
Provided by LSO to Foster a Return 
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Unaided Reasons For Leaving Paralegal Practice  
SURVEY  RESPONDENTS  WHO ARE  NOT  

PRACTISING AS  A  PARALEGAL 
2016-2020

Total Women Women who  have 
left  private practice Men 

n= 280 204 74 
% % % 

Could not  find  work as  a paralegal  19 21 13 12 
Lack  of opportunities/position  or contract  ended/requirement  to leave position:   
Laid off/  termination  of  employment/  previous structure terminated;  Age/ Practiced long  enough/ semi-
retired;  Health problems/  health problems of  family  members;  Went  back  to original  position  from  
secondment/back to original  position;  Was previously  unemployed;  Change in ownership/ change in firm  
structure;  Relocation  ;  Back  to school/continuing  education 

14 14 18 12 

Can't  afford to practice/  can't make enough  money  in practice/  poor income 13 10 12 19 
Work life balance: 
Work/life balance - work/family  balance; Better hours/  control  over hours/  better control  of  schedule/ 
flexible work  schedule; Reduction  in stress/ burn out  at job;  Child care/ child care requirements/  want  to 
spend  more time with children or family;  Reduction in workload/ workload 

12 11 12 15 

Opportunities  in new  position: 
Better opportunities/new  challenges/ better quality  of  work  ;  Better able to use  my  skills;  Change in 
practice area/  different  type  of  work;  Better opportunity  for advancement/  opportunity  for advancement/  
promotion;  Independence/ greater  control  in work;  job  security  /  stability;  to gain experience;  better 
position/more job  satisfaction;   to give back  to the  community;  to give back  to the  community 

11 13 19 7 

Found a job/  needed a  job/  received  offer of employment 8 8 9 9 
Type  of work/  did not  like  type of  work 6 4 6 12 
Remuneration  and benefits 
Better remuneration/  pay/  stable income/ needed  income;  Benefits/  better benefits/pension 4 4 5 4 

Lack of  support/No  mentorship 4 5 7 1 
Other reasons 
Didn't  like job/didn't  like firm/  bad fit;  Time to leave type  of  practice/ didn't  like type  of  practice;        
Dispute at previous job/  conflict  at previous job;  Discrimination/  harassment;  Did not  want  to work  as 
paralegal/  no  longer want  to work  in law/  not  working  in law;  Could not  afford to start  up  firm;  Can't  find  
clients/not  enough clients;  COVID-19/  Pandemic;  Other 

20 18 23 27 

= significantly  greater than  other groups  in  that wave  
19A. What are the key reasons that influenced you to stop practising as a paralegal?  
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Support LSO Might Provide to Assist in Return to Practice  
SURVEY  RESPONDENTS 

2016-2020
Total  Respondents Women Men 

n= 280 190 73 
% % % 

Job  search assistance/Networking/Job  postings 19 20 17  
Mentoring 12 11 13  
Increase  scope  of  paralegal  practice/Wider  scope  of  practice 10 7 17  
Lower LSUC  fees/Lower LSUC  insurance/Lower regulations 9 7 13  
Change focus on  billable hours/Lower fee  rates/Address compensation  model 7 9 4  
Education/Training/Refresher  courses to those returning 7 7 7  
Financial  incentive/Financial  help (e.g.,  loan, grant,  funding)   5 3 10  
Free/Lower cost/Better  CPD  courses 4 5 3  
Promote the  use  of  paralegals/Hire newly  licensed  paralegals 4 4 3  
LSUC  should support  lawyers more/Advocate for them/Advocate for health/Wellness 4 4 3  
Change/Improve corporate culture and/or  work  environment 1 1 - 
Allow  for different  job  arrangements/Flexible/Part-time 1 1 - 
Benefits 1 1 - 
Address work-life balance 0 1 - 
Monitor firms/Make sure they  abide  by  human  rights/Labour laws/More oversight 0 1 - 
Pension  plan 0 1 - 
Other 8 7 8  
None 10 10 10  
Don’t  know  /  Not applicable 25 27 21  

= significantly greater than other groups in that wave 
21. What support from the Law Society or the paralegal profession might be made available to assist you to return to work as a licensed paralegal?
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Characteristics of Position Upon 
Licensure and Intended Career Path 
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Type of Position Held Immediately After Licensure and Intended 
Career Path 

A more holistic review of what has happened 
in the career of paralegals who have made a 
change sheds some light on intentions 
coming out of licensure. 

Less than half of respondents report that they 
practised immediately after they received their 
license to practise. 

•	 Only one-third (35%) report that they
worked in a paralegal or law firm once
licensed.

•	 A further 7% practised in some other
setting (i.e., corporate, government or not-
for profit).

One-in-five (19%) report that they moved into 
another setting but were not practising as a 
paralegal. 

Over half (56%) of those who report having 
started in a paralegal or law firm after being 
licensed indicate that for the most part, they 
intended to make their career in a private 
practice setting and have done so. Another 8% 
report that they have been practising, but for the 
most part it is outside of a paralegal or law firm. 
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  Type of Position Held Immediately After Licensure and Intended 
Career Path 

Position  upon  Licensing 

Worked in 
paralegal firm 

18% 

(Women 17%  / Men 22%) 

Worked in a  law  firm,  
practising 

as  paralegal 
16% 

(Women 18%  /  Men  13%) 

Worked in corporate, 
gov’t or not-for-profit 

practising as  paralegal 
7% Worked in corporate, gov’t or 

not-for-profit but  DID NOT 
practice  as  paralegal 

19% 

None of the  
options  outlined 

40% 

Intended  Career  Path  Among  
Those in  Private Practice Total Women Men 

n=183 122 59 

% % % 

CONTINUING TO PRACTISE 
I  intended to make my  career in a 
paralegal  or law  firm  setting  and have 
done  so for the  most part  

56 53 63

I  intended to make my  career in a 
paralegal  or law  firm  setting  but  left  that
setting  and began  paralegal  practice  in 
a corporate,  government  or non-for-
profit  position  

  
9 8 12 

NOT  practising 

I  intended to make my  career in a 
paralegal  or law  firm  setting  but  then  
changed  paths, left  practice and 
followed  a career  in which I  did not  
practise  

20 23 14 

I  did not  intend to make my  career as a 
paralegal  so I  moved  out  of  paralegal  
practice  when the  opportunity  arose 

<1 1 -

Other 14 15 12

Q20B Please  think  back  to the  first full-time  position  you held  after receiving  your paralegal  license.  Which  of the  following  best characterises that position.  Base:  All  respondents  excluding  those  whose  
change  was due  to  maternity/ parental  leave  and  retirement (W16-20  only  - n=642) 

Q20C. When  you  went into  practice  at a  paralegal  firm  or law firm  after your licensure,  which of the  following  best describes  your intended  career path?  Base: Those  who started  working  at a  
paralegal  or law firm  upon  licensure  (W16-20  only- n=183) 
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  Type of Position Held Immediately After Licensure and Intended 
Career Path 

Position  upon  Licensing 

Worked in  
paralegal firm  

18%  

Worked in a  law  firm,   
practising  

as  paralegal  
16%  

Worked in gov’t or not- 
for-profit practising as   

paralegal  
7%  

Worked in corporate,  gov’t or 
not-for-profit but  DID NOT  

practice  as  paralegal  
19%  

None of the  
options  outlined 

40% Intended  Career  Path 
n=122 

% 

Practise  but  not  in paralegal  or law  firm.   Have 
done  so for the  most part 16% 

Not practise  as  a paralegal  but  changed  paths  
and began  practising  in a corporate,  government  
or not-for-profit  setting 

7% 

Not practise as a paralegal  but  changed  paths 
and began  practising  in a paralegal  or law  firm  
setting 

3% 

Practise  as a paralegal,  so I  moved  into a position  
in a paralegal  firm  or law  firm  when the  
opportunity  arose 

17% 

Practise  as a paralegal,  so moved  into another  
corporate,  government  or not-for-profit  position  
where I  could practice  when the  opportunity  arose 

22% 

Other 34% 

Q20B Please  think  back  to the  first full-time  position  you held  after receiving  your paralegal  license.  Which  of the  following  best characterises that position.  
Base:  All  respondents  excluding  those  whose  change  was due  to  maternity/ parental  leave  and  retirement (W16-20  only  - n=642) 

Q20E. When  you  went into  practice  at a  paralegal  firm  or law firm  after your licensure,  which of the  following  best describes  your intended  career path?  Base: Those  who started  working  at a  
paralegal  or law firm  upon  licensure  (W16-20  only  - n=122) 
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