


Equality and diversity are imperative in addressing the issue of inclusivity in organisations worldwide and have been an increasing focus in the legal profession; are sufficient measures taken to ameliorate inclusivity in the workplace? The primary aim of this paper will be to discuss ways they can do this; despite this, equality and diversity must be defined foremost to acquire knowledge of what firms are endeavouring for. Equality is depicted as fairly treating people, ensuring they have identical opportunities to achieve their ideals, and not facing prejudice (What Equality, Diversity and Inclusion Mean to Us 2020). According to the Oxford English Dictionary (cited in Servaes et al., 2022), diversity is including individuals with diverse backgrounds, genders, and sexual orientations. This paper will start with a brief dialogue on how diverse the legal profession currently is; the paper will then proceed to discuss how legislation, regulatory boards and individuals can elevate diversity and equality in the workplace.

Firstly, according to data from the SRA (2023), 18% of lawyers are of Asian, mixed race or black ethnicities. However, a limitation of this data is that the number of men and women in this figure needs to be clarified. It would have been advantageous to indicate the number of diverse women to see how the numbers contrast with men and their white counterparts. The Bridge Group Research Action (2020) discovered that white lawyers advance to partner two years more swiftly than those from other ethnic groups; this could be attributed to the fact that 22% of lawyers attend fee-paying schools (SRA 2023). The Bridge Group Research Action (2020) report also discovered that 53% of partners were privately educated, highlighting a distinct correlation between individuals who have had private education being favoured for employment advancement leading to discrimination against individuals from ethnic backgrounds who arrived from deprived countries seeking refuge, with parents who could not afford to educate them privately in addition to anyone regardless of ethnicity who did not obtain private schooling.

Secondly, the SRA (2023) declares that 5% of lawyers are disabled; this reveals that disabled people are underrepresented in the legal field. Furthermore, this outcome is contrary to Foster (2021); in a study, they retained that 40% of lawyers who are disabled did not apprise their employer since they deemed it put them in jeopardy of stigma and drawbacks in their career; this is pertinent as there is only a small number of people making their employer conscious this may be since witnessing things in the field that have made them feel this way, moreover indicating that researchers must synthesise data from different sources to achieve accurate figures and a comprehensive understanding. There is a deficiency in research regarding disabled people in the legal sector. Further research can be utilised in guiding firms on how to help mitigate barriers disabled people face, which would overall make the legal profession more inclusive. 

In 1919, The Sex Disqualification (Removal) Act 1919 (s.1) granted women the right to work in the legal sector. Today, women comprise over half of the legal profession. The Solicitors Regulation Authority (2023) has gathered data that displays that 52% of lawyers are women; despite this, women only make up 35% of partners in firms; this may be due to women prioritising work-life balance or choosing to focus on family (Hakim 2006, cited in Walsh 2012). Despite this, some women prioritise career progression, and these societal expectations may cause women to be disregarded for partner positions. The Law Society (2023) reported that, on average, women earn 28% less than men. Some factors like experience, the date hired, and negotiation skills may contribute to the pay gap (Is same job, different pay allowed? 2021). Yet, firms can use these components to justify underlying sex discrimination and evade the Equality Act 2010 (s.78), exemplifying the need for new equal pay legislation.

The first piece of legislation that promotes equality and diversity is the Equality Act 2010 (s.1.4); it serves to protect people with protected characteristics from prejudice and discrimination in the workplace; the protected characteristics are age, disability, gender reassignment, matrimony/partnership, pregnancy, race, faith/beliefs, sex, and sexual orientation this legislation effectively safeguards individuals. Nevertheless, some experts argue that socioeconomic status should also be protected due to the SRA (cited by Shuja, 2022) proposing data displaying that 58% of lawyers are from a professional background, more than half compared to 37% nationally; this postulates that socioeconomic backgrounds are heavily favoured within the legal profession; since there is a scarcity of legislation, this is currently acceptable; by including this as a protected characteristic, it would promote diversity in the legal profession and other fields.

[bookmark: _Int_j5tdC08k]The second piece of legislation is the Legal Services Act 2007 (s1.1), which sets out principles that relate to equality and diversity; these aim to improve access to justice, encourage an independent, strong, diverse, and influential legal profession and increase public understanding of the citizen's legal rights and duties. There is also a set of professional principles, to name a few, concerning equality and diversity, acting in the best interest of the client and complying with the court to act with independence in the interest of justice (Legal Services Act 2007, s1.3). Each regulatory board's code of conduct and principles are developed to uphold this legislation and facilitate legal professionals working within the act. 

The 'Solicitors Regulation Authority' (SRA) is a regulatory board for solicitors, whereas the 'Bar Standards Board (BSB) regulate barristers; both regulatory boards aim to set out underpinning principles and code of conduct that align with the Legal Services Act 2007 and promote equality and diversity; Principles and core duties correlating to equality and diversity include upholding public trust/confidence in legal professions (BSB, 2023, CD.5) (SRA, 2018, Principle 2); this has a link to equality as if the public view only white, neurotypical, male, working in the legal profession it may be viewed as a absence of inclusivity, diversity and can be associated with prejudice leading to a deficiency of public trust. Lawyers must also act with integrity (BSB, 2023, CD.3) (SRA, 2018, Principle 5); this could lead to reporting someone if there was reason to believe they breached the code of conduct. The SRA (2018, p.7.7) code of conduct also articulates this requirement; this could endorse equality due to reporting members discriminating against Individuals. The following principle is acting in a way that nurtures equality, diversity, and inclusion (SRA, 2018, Principle 6), which means firms are encouraged to have diverse employees with protected characteristics; the BSB also have a core duty that implies this by stating you must not discriminate against any person (BSB, 2023, CD.8).   It is worth noting that CILEX also have the same principles as the SRA aimed at legal executives. 

The first code of conduct from the SRA is, do not discriminate or allow your personal views to affect your services and professional relationships (SRA, 2018, p.1.1). This exemplifies that when you are working, you must put aside any political views or discriminatory views and deliver a service to all diverse levels of society. The second code of conduct is not taking unfair advantage of your client or others (SRA, 2018, p.1.2); this facilitates equality by not being able to charge more based on individuals financial situations, this is primarily a concern for immigrants. The following code of conduct is treating your colleagues respectfully and fairly, not bullying, harassing, or discriminating against them, and managers must challenge this behaviour (SRA, 2018, p.1.5); this can foster a more diverse workplace due to individuals feeling like their managers are advocating for them and promoting a comfortable work environment where they are free from discrimination.   

The BSB has established a code of conduct for Barristers; these include not making statements or asking questions to insult, humiliate or annoy an individual (BSB, 2023, C.5); this means barristers cannot insult or discriminate against anyone making people with protected characteristics feel safer in their work environment there are further regulations on this in section C.12, where BSB (2023) state that you cannot discriminate against anyone with protected characteristics. Another regulation is regarding withholding services; you cannot withhold services because the case is objectionable to you or some of the public, you disagree with the client's beliefs, and because of the source of any financial support which may be given to the client (BSB, 2023, C.5). This indicates that you cannot withhold services just because they have a protected characteristic or belief that you disagree with, making the legal system better for clients. The following regulation is that you must report to any barrister or BSB entity when you have grounds to believe there has been misconduct (BSB, 2023, C.66).

This paper set out to discuss whether firms take sufficient measures to ameliorate inclusivity in the workplace and to determine how people in the legal profession promote equality and diversity. This paper has shown that despite there being a level of diversity within the profession, people with protected characteristics do not get promoted as often as others, or it may take longer, indicating that there is still work to be done. The findings also indicated a deficiency in research regarding disabled people in the legal profession; this is valuable to understand the measures individuals need to take to help disabled people in the profession. New legislation, such as equal pay and for socioeconomic backgrounds, was also needed. The regulatory boards are a positive way to encourage equality and diversity in the legal sector due to holding people accountable for their actions towards individuals with protected characteristics and ensuring it is a regulation making lawyers less likely to discriminate against them.  
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