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  Diversity and welcoming everyone are important values in the law field. In this way, justice and the rule of law are kept up. Legal workers are becoming more and more aware of and supportive of diversity and inclusion efforts. This is because of many moral rules, such as the 2010 Equality Act and the 2019 Code of Conduct of the Solicitors Regulation Authority (SRA). This essay talks in depth about diversity and inclusion in the law field. This paper looks at the moral and legal bases, results, problems, and chances that come up with diversity and inclusion (Pataranutaporn, 2020). Looking at different points of view and efforts to include everyone can help us understand how important equality and diversity are in the law field. The ABA brought up the fact that women are underrepresented in a number of legal areas. One of the main people who helped start the American Bar Association's Diversity & Inclusion 360 Commission was Paulette Brown (Reguera-Alvarado, 2017). The goal is to look into attempts to promote diversity and inclusion in the legal field. 

[bookmark: _Toc160821051]Legal Framework: Equality Act 2010
  The 2010 UK Equality Act is significant. The new rules, which replaced anti-discrimination laws, strengthened harassment, discrimination, and victimization protections. The Act promotes diversity and inclusivity by setting standards for employment, housing, education, public obligations, and products and services. The 2010 Equality Act guarantees equal treatment and employment for all, regardless of origin or appearance (Bayer, 2016). Employment discrimination based on age, handicap, gender, marital status, sexual orientation, religion, race, or national origin is illegal. This includes overt and subtle bias. The Act requires firms to accommodate disabled workers and pay equal wages. Nine categories are “protected characteristics” under the 2010 Equality Act. Act protects individuals from unjust treatment based on their inherent features and explicitly describes these characteristics to define banned discrimination. In 2010, the Equality and Human Rights Commission created the Equality Act. It addresses Act violations and ensures compliance. The EHRC investigates complaints, makes recommendations, and sues lawbreakers. The EHRC prosecutes anti-discrimination and equality violators. The 2010 UK Equality Act promotes equality and diversity (Landry, 2018).

[bookmark: _Toc160821052]SRA Code of Conduct (2019): Ethical Imperatives
  The Solicitors Regulation Authority (SRA) is responsible for monitoring all of the law firms that are located in England and Wales. The data collected by the SRA reveals patterns in the many categories of individuals who are employed in the legal area. These categories include aspects such as gender, race, socioeconomic background, and level of education. Based on the findings of the study, the degree of variety that exists inside businesses is very variable with respect to their size. This serves as an illustration of how challenging it is for large corporations to achieve their many objectives. In accordance with the SRA Code of Conduct, solicitors are required to adhere to certain professional responsibilities and ethical standards (Coe, I.R., Wiley, 2019). With regard to Principle 9 of the Code, it is stated that one of the primary objectives is to establish a legal community that is inclusive, diverse, and equitable for all individuals. In the course of their work, attorneys are required to adhere to fundamental principles such as impartiality, respect, and the absence of discrimination. To ensure that the public continues to have faith in the judicial system, it is required by law that members of the SRA adhere to the Code of Conduct's guidelines (Kirton, 2015).

[bookmark: _Toc160821053]Significance of Equality and Diversity in the Legal Field
  Equal rights and diversity are important for following the law, and they also make sure that a profession reflects the community's ideals and people. When the legal field actively supports equality and diversity, it can hire and keep smart people from all walks of life. These people will bring new ideas, views, and skills to the table (Rhode, 2017). To better understand and help a lot of different kinds of people, the legal field needs to be very diverse. This makes it easier for people who are already on the edges of society to get justice and legal help.

[bookmark: _Toc160821054]Promoting Equality and Diversity: Best Practices
  There are many things that law firms and people can do to make the legal field more diverse and welcoming. To make the workplace more welcoming, need to offer diversity awareness training, fair hiring practices, and equal chances for career growth to everyone. Mentorship and sponsorship programmes can help people from disadvantaged backgrounds do well in their careers by making it easier for them to get started and move up in the law field (Jackson, 2015). 


  Legal companies can get more applicants and find a wider range of people to work for them by reaching out to the community and working with community groups. Promoting diversity and equality is a good way for lawyers to show that they care about society and want to be responsible leaders. Because of this, they will become better known in the field.

[bookmark: _Toc160821055]Challenges and Barriers
  It is hard to make the legal field completely fair and diverse, even though it is the law and the right thing to do. It is especially hard for people from groups that have been traditionally marginalised to get to executive-level jobs. This is because of unfair systems, unconscious bias, and built-in obstacles. Diversity and inclusion in the legal industry have faced obstacles that have hampered equality. Hidden prejudices, lack of representation, and networking issues plague minorities. Lawyers face major challenges like:

Implicit Bias: In the process of decision-making, it is possible for people to be influenced by their unconscious biases or thoughts. Such bias is referred to as implicit bias. It is possible that this will result in accidental prejudice against communities of colour.
Lack of Representation: Sometimes it might be difficult for minority lawyers to find mentors and role models who have experiences and backgrounds that are akin to their own. As a consequence of this, they are currently unable to make progress in the subject of law.
Senior positions requirement: People who have worked in big private law firms often get hired for the highest levels of multinational companies. Different kinds of people have a harder time. 
Talent attraction and retention: Maintaining a positive work environment and attracting and retaining talented people from varied backgrounds are both made more difficult by the rising cost of living and the rise of remote work (Moore, 2017).
Since there aren't many different kinds of judges and law professors, problems in the field get worse. To fully deal with these problems, we need to make changes to the law, make improvements to how things work, and change the way people think about these problems. To promote variety and inclusion in the workplace, it is important for employers, professional groups, and the law to take action. To fight prejudice, bigotry, and unfair business practices in the legal field, education and public awareness programmers need to be run over and over again (Mitchell, 2015).

[bookmark: _Toc160821056]Advancement Opportunities
  After things go badly, there are still chances to make the court system fairer and more open to public review. At the moment, law firms are making key performance indicators (KPIs) for things like diversity, accessibility, and responsibility. Madhloom (2019) says this is because supporting diversity and inclusion is getting more attention. Smulowitz (2019) says that law companies can use technology and data analytics to find and fix problems with how they hire people, keep them, and promote them. The need for all-around legal help and the growth of social justice non-governmental organisations (NGOs) are connected. For people who work for justice and change, there are more chances. If lawyers of different backgrounds work together to solve problems, the legal field might become more open and easier for everyone to get into. 

[bookmark: _Toc160821057]Conclusion 
  This will simplify the legal system for all individuals to comprehend and utilise. We seek equitable legal protection and a diverse team of attorneys. Solicitors can advance the legal industry by adhering to regulations such as the Equality Act (2010) and the SRA Code of Conduct (2019). Some individuals aim to increase the inclusivity and variety within the legal profession. This could enhance people's trust in the system, foster innovation, and provide more access to justice. Leaders may navigate challenging situations and promote diversity and inclusion in the workplace by being truthful, exercising sound judgement, and implementing constructive adjustments. To foster an environment where law students can freely express themselves and think innovatively, it is essential to promote diversity and inclusion. It is also the most intelligent course of action. The ABA's Diversity & Inclusion 360 project significantly contributes to promoting diversity in the legal sector. Utilise tools such as the Model Diversity Survey to enhance learning. To achieve this goal, the legal community and regulatory organisations need to continue advocating for crucial equality issues, such as achieving equal pay for male and female lawyers.
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