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The Equality Act became law in 2010. It replaced previous anti-discrimination laws with a single Act, making the law easier to understand and strengthening protection in some situations. It sets out the different ways in which it’s unlawful to treat someone. This act covers everyone in Britain and protects people from discrimination, harassment and victimisation. Therefore, Equality and diversity is very important in everyday life, but I will be discussing why it is also important in the legal profession.
The Equality Act 2010 includes provisions that ban age discrimination against adults in the provision of services and public functions. The ban came into force on 1 October 2012, and it is now unlawful to discriminate based on age unless: the practice is covered by an exception from the ban.
There are many aspects which are covered by the Equality and Diversity Act These are age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief, sex, and sexual orientation. An example of a case against race is, Mander v Royal Borough of Windsor and Maidenhead. 
The Manders, who are British of Sikh heritage, were told that although they would be suitable adoptive parents they could not apply. White couples would be given priority as there were only white children available.  They were then advised to consider adopting from India.
They then complained and because there was no positive outcome, they took legal action. The county court ruled in favour of them. And claimed they should not be barred from applying to join the approved adopters register because of where their parent was born and bred. They declared the council’s action as “direct discrimination on the grounds of race”. This successful outcome will prevent other couples being unlawfully discriminated against because of their race.
This act can also cover and provide protection for people being discriminated against for having certain characteristics, harassment and victimisation, any abuse relating to their work, education and associates. 
An in depth look some of the aspects covered in this act is disability which can look at; introducing the concept of “discrimination arising from disability” to replace protection under previous legislation lost as a result of a legal judgment. harmonising the thresholds for the duty to make reasonable adjustments for disabled people, and 
extending protection against indirect discrimination to disability. It can also protect against instances where disabled people are being treated unfairly when applying for jobs, by restricting the circumstances in which employers can ask job applicants questions about disability or health. 
Another aspect can be equal rights at a workplace. allowing claims for direct gender pay discrimination, making pay secrecy clauses unenforceable and introducing new powers for employment tribunals to make recommendations which benefit the wider workforce.


There are four main types of discrimination.
Direct discrimination
This means treating one person worse than another person because of their certain characteristics. For example, a promotion comes up at work. The employer believes that people’s memories get worse as they get older so doesn’t tell one of his elder employees anything about it, because he thinks the employee wouldn’t be able to do the job as well as the younger employee.
Indirect discrimination
This can happen when an organisation puts a policy or a way of doing things in place which has a worse impact on someone with a protected characteristic than someone without one. For example, a local organisation is planning to redevelop some of its housing. It decides to hold consultation events in the evening. Many of the female residents complain that they cannot attend these meetings because of childcare responsibilities. 
Harassment
This means people cannot treat you in a way that violates your dignity, or creates a hostile, degrading, or offensive environment. For example, a man with physical disability is visiting a pub with friends. The bar staff make derogatory and offensive comments about him, which offend him. 
Victimisation
This means people cannot treat you unfairly if you are acting under the Equality Act (like making a complaint for being discriminated against), or if you are supporting someone else who is doing so. For example, an employee makes a complaint of sexual harassment at work and is dismissed consequently.
Overall, The Equality Act 2010 legally protects people from discrimination in the workplace and in wider society. It replaced previous anti-discrimination laws with a single Act, making the law easier to understand and strengthening protection in some situations.











The SRA UK code of conduct is to not mislead or attempt to mislead your clients, the courts or others, by your own acts or omissions or being complicit in the acts or omissions of others. You must treat colleagues and clients fairly and with the utmost respect and dignity. You do not disrespect harass or unlawfully treat them differently. 
Under the Standards and Regulations there are two Codes of Conduct: a Code of Conduct for Solicitors, Registered European Lawyers and Registered Foreign Lawyers. a Code of Conduct for Firms.

The SRA principles are independence. with honesty. with integrity. in a way that encourages equality, diversity and inclusion. All in the best interests of each client.

In any legal circumstance, you must exercise your judgement in applying these standards to the situations you are in and deciding on a course of action, bearing in mind your role and responsibilities, areas of practice, and the nature of your clients. You are alsp personally accountable for compliance with the SRA code of conduct and other regulatory requirements that apply to you as someone in the legal profession. You must always be prepared to justify your decisions and actions.
A serious failure to meet certain standards or a serious breach of the regulatory requirements may result in regulatory action being taken against you. A failure or breach may be serious either in isolation or because it comprises a persistent or concerning pattern of behaviour. 
As a legal professional you must only act on behalf of the client’s instructions or from someone properly authorised to provide instructions. If you have reason to suspect that the instructions do not represent your client's wishes, you do not act unless you have satisfied yourself that they do. However, in circumstances where you have legal authority to act notwithstanding that it is not possible to obtain or ascertain the instructions of your client, then you are subject to the overriding obligation to protect your client's best interests.
You must ensure to maintain your competence to carry out your professional role. All your professional knowledge must be up to date and compliant with current laws. You also need to make sure you provide your clients the best service and this must be delivered in a timely manner. 
Under the code of conduct, the client’s needs, and circumstance should be taken into account. Any legal service you provide you will be held accountable for. Therefore, must ensure it is following the correct guidelines and procedures.
Lastly as a legal representative you must ensure that the individuals you manage are competent to carry out their role, and keep their professional knowledge and skills, as well as understanding of their legal, ethical and regulatory obligations, up to date.





References 

(https://www.equalityhumanrights.com/en/advice-and-guidance/your-rights-under-equality-act-2010, 2023)
(https://www.judiciary.uk/wp-content/uploads/JCO/Documents/judicial-college/ETBB_Legal_Framework_Equality_Act_2010__finalised_.pdf, 2023)
(https://www.sra.org.uk/solicitors/standards-regulations/code-conduct-solicitors/, 2023)
(https://www.equalityhumanrights.com/en/legal-casework/legal-cases, 2023)
