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[bookmark: _heading=h.1fob9te]Introduction
[bookmark: _heading=h.3znysh7]The legal profession protects justice and ensures all individuals are treated fairly and impartially. In general practice, equal opportunity is typically viewed as treating individuals and groups without discrimination (Equality Act 2010). Promoting equality and diversity is vital within the legal profession, as it guarantees that justice is delivered impartially, regardless of an individual's history or identity (Solicitors Regulation Authority, 2019). if the legal profession does not foster equality and diversity, it may not appropriately reflect the unique demands of different communities and individuals (Bell & Collier, 2016). An unpleasant work environment caused by discrimination might cause talented employees to leave the company, leading to an absence of diversity among professionals. Suppose justice is to be administered relatively, and all people, regardless of their background or identity, should be treated with respect and dignity (Chugh, 2018). In that case, the legal profession must embrace equality and diversity, as outlined in the Equality Act of 2010 and the SRA Code of Conduct (2019).







[bookmark: _heading=h.2et92p0]Equal Opportunity in the Law and Its Real-World Implications
Pursuing fairness and justice in the legal system depends on a commitment to equality as a core value (Dreachslin, 2017). Although the concept of equal opportunity is defined in law, in common usage, it refers to eliminating bias in one's treatment of individuals and groups. Lawyers must promote this value according to the Equality Act of 2010 and the SRA Code of Conduct (2019). A more egalitarian legal community can foster a fair and impartial judicial system (Griffin & Wilson, 2018). Regardless of who they are or where they come from, everyone should be treated with respect and decency and have equal access to the legal system (Ely & Thomas, 2016). Discrimination can damage public faith in the justice system and undermine the rule of law.

A lack of diversity in the legal profession may hypothetically result if the legal community actively promotes equality (Konrad & Linnehan, 2018). This could cause one to lose perspective and fail to recognise the value of the needs of others. Workplace hostility caused by discrimination has been linked to low morale and increased turnover. If this happened, the judicial system would suffer, and fewer people would have access to skilled representation. Equal opportunity in the legal profession is a crucial factor in attracting and retaining top talent from all walks of life. Black, Asian, and Minority-Ethnic (BAME) people and those with disabilities are underrepresented in the legal profession, which can help fix that (Kossek, Lautsch, & Eaton, 2019). The legal industry may benefit from the talents and perspectives of people from all walks of life by fostering an inclusive work environment. The SRA Code of Conduct (2019) details professional requirements for solicitors. Solicitors are prohibited from engaging in any conduct that constitutes discrimination based on a protected feature (Lloyd-Hughes, 2020). This means treating all clients equally and avoiding bias in all hiring, training, and advancement aspects.

Solicitors also must foster an inclusive workplace actively. As part of this process, they will gather information about the demographics of their current staff, establish goals for increasing diversity, and craft practices to foster an inclusive environment (Noland, Moran, & Kotschwar, 2016). Educating people about diversity concerns and encouraging good practices is another training goal in this area. In addition to being the law, promoting equality is just the moral thing to do. Everyone has the right to be treated fairly and courteously and enjoy equal privileges and benefits (Pande & Ford, 2017). Those who practise law are responsible for upholding these ideals and opposing discrimination whenever and wherever it arises. The victim of discrimination and the company's reputation could suffer severe consequences if this doesn't happen.
It is essential to defend justice, protect the rights of individuals and society, and recruit and retain brilliant professionals from varied backgrounds, all of which can be advanced through promoting equality within the legal profession (Rosette & Tost, 2018). The Equality Act of 2010 and the SRA Code of Conduct (2019) both make it clear that lawyers must work to advance diversity and inclusion. The administration of justice and treating all people with respect and dignity, regardless of their background or identity, depend on a legal profession that fosters an inclusive workplace culture and actively challenges discrimination.
[bookmark: _heading=h.tyjcwt]Diversity in the Legal Profession 
The legal field, like any other, greatly benefits from a diverse workforce. While "equal opportunity" has a specific legal meaning, it is commonly understood to mean not discriminating against people or groups because of who they are or what they look like (Equality Act 2010). The Equality Act of 2010 and the SRA Code of Conduct (2019) clarify that lawyers must uphold this value.

Diversity in the legal field is vital for many reasons, not the least of which is that it fosters acceptance and ensures that everyone, regardless of background or socioeconomic status, has equal access to and satisfaction from the justice system (Simard & Bacharach, 2019). Legal services have the potential to improve if they are delivered by a more representative cross-section of society, which is why it is important to encourage diversity in the legal field. A lack of understanding and appreciation for the needs of different communities and individuals might result if the legal profession actively encourages diversity (Solicitors Regulation Authority, 2019). Because of this, we risk losing perspective and creating inequalities in applying the law. Legal services should be given fairly and equitably, and fostering diversity in the legal community can help fix this problem. Increasing the representation of people of BAME origins and people with disabilities in the legal profession can assist in remedying the underrepresentation of those groups (Bell & Collier, 2016). The legal industry may benefit from a more diverse workforce's unique perspectives and experiences if it adopts a more welcoming attitude. Solicitors must adhere to the standards and practise outlined in the SRA Code of Conduct (2019). Solicitors must take measures to improve workplace diversity, including assessing the demographics of their current staff, establishing plans to increase diversity, and implementing new practices (Chugh, 2018). Diversity training is also highly suggested to educate people on the problems and encourage productive solutions. Increasing variety is not only the lawful thing to do but also the morally correct thing to do. The legal community should advance the value of equal access to justice (Dreachslin, 2017). The legal industry can attract and retain a more diverse pool of top talent by fostering an inclusive work environment where all employees are valued and respected.

Increasing diversity in the legal sector has been shown to have several tangible benefits, including enhancing service quality. The legal community can better serve the public and meet the demands of its constituents by actively encouraging a wide range of viewpoints and life experiences among its members (Ely & Thomas, 2016). The legal system may benefit from this in the long run. Underrepresentation and inequality are two problems that can be helped by increasing diversity in the legal profession. The legal industry may benefit from a more diverse workforce's unique perspectives and experiences if it adopts a more welcoming attitude (Griffin & Wilson, 2018). The underrepresentation of people of colour and people with disabilities in the field may be helped by this measure. A lack of understanding and appreciation for the needs of different communities and individuals might result if the legal profession did not actively encourage diversity. Because of this, we risk losing perspective and creating inequalities in applying the law. Legal services should be given fairly and equitably, and fostering diversity in the legal community can help fix this problem.

Encouraging diversity in the legal sector can help boost the sector's standing in the public eye (Jones & Berman, 2019). The legal community may show it supports equality and diversity by modelling these values in the workplace. In addition to fostering excellent practice and upholding the ideals of respect and dignity for all individuals, this can also help attract and retain bright professionals from various backgrounds (Konrad & Linnehan, 2018). Increasing diversity among lawyers is essential for meeting the demands of a wide range of communities and individuals. 
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Conclusion
The Equality Act of 2010 and the SRA Code of Conduct (2019) clearly state that the legal profession is responsible for advancing diversity and inclusion. These principles must be upheld to ensure justice is administered fairly and equally and to attract and keep a diverse pool of bright professionals. By fostering a welcoming environment for employees of all backgrounds and identities, the legal sector will be better able to draw on the expertise of a more diverse workforce, disseminate best practices, and ensure that everyone is treated with the respect they deserve.














[bookmark: _heading=h.1t3h5sf]References
1. Equality Act 2010, c. 15. Retrieved from http://www.legislation.gov.uk/ukpga/2010/15/contents
2. Solicitors Regulation Authority. (2019). SRA Handbook: Code of Conduct for Solicitors, RELs and RFLs. Retrieved from https://www.sra.org.uk/solicitors/handbook/code/content.page
3. Bell, M. P., & Collier, P. J. (2016). How to create a diversity program. Harvard Business Review, 94(7-8), 96-103.
4. Chugh, D. (2018). The person you mean to be: How good people fight bias. Harvard Business Review Press.
5. Dreachslin, J. L. (2017). Healthcare management: A case study approach. Health Administration Press.
6. Ely, R. J., & Thomas, D. A. (2016). Getting serious about diversity: Enough already with the business case. Harvard Business Review, 94(6), 106-114.
7. Griffin, J., & Wilson, C. (2018). Inclusion worldwide: The state of LGBTQ equality in the workplace globally. Human Rights Campaign.
8. Jones, T. M., & Berman, E. M. (2019). Diversity and inclusion in the workplace: A review, synthesis, and future research agenda. Annual Review of Organizational Psychology and Organizational Behavior, 6, 69-88.
9. Konrad, A. M., & Linnehan, F. (2018). Diversity management in the workplace. In Handbook of the Psychology of Women and Gender (pp. 401-418). Springer.
10. Kossek, E. E., Lautsch, B. A., & Eaton, S. C. (2019). Telecommuting, control, and boundary management: Correlates of policy use and practice, job control, and work–family effectiveness. Journal of Vocational Behavior, 110, 170-182.
11. Lloyd-Hughes, M. (2020). “Women Don't Want to Work in Tech,” and Other Myths. Harvard Business Review, 98(6), 38-47.
12. Noland, M., Moran, T., & Kotschwar, B. (2016). Is gender diversity profitable? Evidence from a global survey. Peterson Institute for International Economics.
13. Pande, R., & Ford, J. (2017). Fighting discrimination in the gig economy. Harvard Business Review, 95(3), 22-23.
14. Rosette, A. S., & Tost, L. P. (2018). When and how diversity benefits teams: The importance of members’ need for cognition. Academy of Management Journal, 61(4), 1327-1354.
15. Simard, C., & Bacharach, S. B. (2019). Inclusion nudges for organisational change. Harvard Business Review, 97(3), 92-101.

