Equality and diversity in the legal profession guarantee that everyone who requires legal services access them, regardless of their background, and that the profession, both at the entry and senior levels, represents the society it serves (LSB, no date). The regulations governing equality and diversity have changed significantly over the years. The Law Society previously published a model code for dealing with racial issues, and all firms were assumed to have adopted it. To ensure actual commitment to these principles rather than the lip service that was probably obtained by having a policy imposed on them, the regulator has now made it mandatory or encouraged for solicitors in private practice to develop their own equality and diversity policy (Moore and Bronwen, 2021, pp.551).
In fact, the legal profession has changed generally in 2004 after Clementi’s independent review regarding the regulatory framework for legal services in England and Wales. One of the six objectives of regulation listed in the review was the "encouragement of a confident, strong, and effective legal profession." However, an equity component was included between that review and the enactment of the Legal Services Act (LSA) 2007 which resulted in fast and ongoing changes to the way legal services are provided to the public. The LSA 2007 establishes regulatory objectives (under section 1(1)) that guide all the regulatory activities of the main regulator, the Legal Services Board (LSB), as well as all other approved regulators, including the Solicitors Regulation Authority (SRA) and Bar Standard Board (BSB, 2022). The regulatory objectives to encourage ‘an independent, strong, diverse, and effective legal profession’ are set out in subsection 1(1)(f) of the LSA 2007. Therefore, the period between 2004 and 2007 may be identified as the moment when the regulation of the legal profession first explicitly addressed diversity. Nevertheless, an innovative equality-related requirement is being imposed on various regulatory organisations rather than those that establish and sustain legal elites mainly (law firms and barristers' chambers). The LSA 2007 established the newly formed LSB to monitor the Society's discharge of its obligations as an Approved Regulator, including the diversity objective. In order to carry out its new responsibilities, the Law Society conducted a review of the regulation of law firms, which was led by Lord Hunt. In his final report, he suggested that the SRA continue its efforts to diversify the legal profession in order to ensure that there is, to the greatest extent possible, real equality of opportunity across all protected grounds (Barmes and Malleson, 2011, pp.258-259).
According to the LSB, a diverse workforce, is essential to creating a legal profession that best serves customers and encourages innovation. As a result, in order to promote a high-performing legal profession, all regulators must take diversity problems into account in their regulatory action. The LSB updated its guidance for legal services regulators on how to support a diverse workforce in February 2017(CILEx Regulation, no date). It set out the protected characteristics, also listed in the Equality Act (EA) 2010, that expect regulators to focus on. This provision aims to avoid the negative of illegal discrimination and to work towards the positive of achieving a more diverse practice where all would be treated equally regardless of their background or characteristics(age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief, sex, or sexual orientation). The guidance outlines that the regulators have the freedom to create their own strategy for collecting diverse data in the best possible way. This enables them to better understand the diversity profile of those they regulate and serve to improve their policies and decisions. Furthermore, the updated guidance allows regulators to use specific approaches that are appropriate for their regulated community (LSB, 2017). 
The SRA’s approach to equality, diversity and inclusion (EDI) guidance regulates all regulated firms and individuals according to Principle 6 of the SRA Standards and Regulations which states that they should ‘‘act in a way that encourages equality, diversity and inclusion’’. The guidance is designed to help legal professionals understand what is expected of them according to their EDI obligations and responsibilities and why they are so important.  EDI is crucial for a variety of reasons. The successful administration of justice promotes an independent judicial system and upholds the rule of law via a range of perspectives and methods, whether in law firms or in the judiciary. Next, increasing access to services is essential because some clients may be more likely to contact solicitors with whom they have particular social or cultural characteristics. Finally, EDI enables the most talented individuals to succeed in their careers as solicitors, which contributes to maintaining high standards. All in all, the diverse employees with a range of skills and experiences improve access to justice and indicate to clients that legal professionals are likely to comprehend their needs and those of their community. This guideline further addresses the following requirements in the SRA Code of Conduct for Solicitors, RELs, and RFLs and the SRA Code of Conduct for Firms (Codes of Conduct) (SRA, 2019).
In both versions of the Codes of Conduct, the rule to avoid discrimination is outlined in paragraph 1.1. and defines that legal professionals must not discriminate unfairly by using their personal beliefs to influence their professional relationships and the way they perform their services. Regarding the implementation of these requirements, the revised wording in the Standards and Regulations appears to recognise that while some persons may hold views that are prejudiced, they should not let these views affect their practice. Discrimination can typically take one of the following four forms under the EA 2010. According to section 13 of EA 2010, when an individual is treated less favourably because of a relevant protected characteristic, direct discrimination applies. This definition was expanded further with the idea of 'associative discrimination which refers to a person close to the victim as proved in the case ‘Coleman v Attridge Law and Steve Law’ (2008). Next, indirect discrimination under section 19 of EA 2010 occurs when a law that relates to everyone has the unintended consequence of significantly reducing the number of members of a protected group who can qualify. In addition, harassment is defined under Section 26 of EA 2010 as unwanted behaviour connected to a relevant protected characteristic that violates the victim's ''dignity or creates an intimidating, hostile, degrading, humiliating or offensive environment'‘. Further, if someone is treated less favourably as a result of initiating (or being suspected of) a protected act (such as complaining of discrimination), this is known as victimisation (Section 27 of EA 2010) (Moore and Bronwen, 2021, p.551). Moreover, the SRA Code for Solicitors, RELs, and RFLs (paragraph 1.5) and the SRA Code for Firms (paragraph 1.6) introduce explicit requirements for individuals to treat colleagues fairly and respectfully, for managers to challenge behaviour that does not meet this standard, and for firms to treat those who work for and with them fairly and respectfully, and to require their employees to meet that standard. The SRA will take action if individuals and firms fail to uphold these standards, such as when someone purposefully undermines, bullies, harasses or victimises a colleague or when a company fails to handle a complaint of such behaviour (SRA, 2023).
Additionally, the law on equality, as reflected in the SRA EDI guidance, includes a general obligation not to discriminate on grounds of disability. There is also a requirement to make ‘‘reasonable adjustments’’ for disabled clients and employees. The judgement of what will be required of any individual firm will depend on what is reasonable in all the circumstances, considering the size and resources of the firm in question as well as other relevant factors. The guidance stated that the requirement to make reasonable adjustments extended only to ''customers, employees, or managers'' and not to any third parties, such as opponents or counsel that the firm could instruct. However, the SRA EDI guidance also makes it clear that good practice should entail going above and beyond what is, in general, necessary (Moore and Bronwen, 2021, p.552).
The last annual statistics report of the Ministry of Justice on the judiciary's diversity demonstrates that although things continue to get better for women, they become worse for solicitors and ethnic minorities. Overall representation of female judges and judges from Asian and mixed ethnicity origins has improved to some extent. Over half of tribunal judges are now female, and there are also increasingly more solicitors and ethnic minority lawyers in the judiciary. However, the situation in courts, and particularly in the senior courts, remains worrying. Concerning facts are about the persistent differences in outcomes between white and ethnic minority candidates, as well as between candidates who are solicitors and those who are barristers, across judicial exercises. The data shows that non-barristers and members of ethnic minorities have a much lower chance of being accepted into judicial positions (Boyce, 2022).
In conclusion, equality and diversity in legal practice are significantly important. Everyone should believe they have a place in the judicial system. If the judiciary seems to be less accessible to some professions or groups of people, there cannot be equality of opportunity. Furthermore, each person's background and upbringing have influenced their perspective on life. Therefore, unconscious biases affect everyone, and they would be less likely in judicial decision-making with a more diverse judiciary. This would contribute to increasing public trust in the legal system as a whole and the judiciary more widely (Shuja, 2022). On the surface, the legal profession in England and Wales appears to be well-placed to support the transition to a more diverse judiciary. After twenty years of official attempts to decrease restrictive practices, the legal profession is significantly more dynamic and flexible in the direction of its equality and diversity (Barmes and Malleson, 2011, p.250).
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