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Diversity in the workplace is about ending bias and fostering fair treatment for all employees. Issues of hiring and firing, as well as discrimination against individuals and organisations, fall under this umbrella of human rights law. Globalisation, generational transitions, and technological progress have all contributed to a commercial and legal environment that is always evolving and becoming more difficult for modern enterprises. While many businesses have realised that a more diverse and inclusive workforce helps them better meet these challenges, the legal profession has been slow to catch up. (Grillo, 2016)
The Equality Act of 2010 establishes the legal basis for promoting and enforcing equality in the workplace in the United Kingdom. According to Bernal (2015), most contemporary law firms are actively working to enhance and promote their diversity policy, as do other businesses which are compelled to follow equal employment guidelines.
Grillo (2016) identifies several types of examples of diversity among which are disability, age, sex, sexual orientation, race, religion and belief, gender reassignment, social mobility, marriage and civil partnership, pregnancy and maternity.
The legal profession has long been stereotyped as exclusive to white men from privileged backgrounds. The modern legal profession, however, is taking steps to end prejudice, expand access to the field, and ensure that all qualified applicants are given a fair shot at employment. (Gazette Newdesk, 2016)
The Solicitors Regulation Authority (SRA), which regulates the solicitors' profession in England and Wales, has established diversity rules that must be met by law firms during the hiring process and in the workplace. The SRA has stated its public sector responsibility regarding diversity and equality as follows, and it maintains close relationships with a variety of representative groups of protected characteristics:
· End all forms of discrimination, harassment, and victimisation that are against the law.
· Work to ensure that people of all backgrounds have the same access to opportunities regardless of their protected status.
· Encourage cordial interactions between groups that share a protected characteristic and those who do not.
The Law Society does a lot to promote and support the SRA's rules and regulations, and it even has special branches devoted to helping specific types of attorneys, such as those from underrepresented groups, those with special needs, new lawyers, and women.
However, there are some demographics that are under-represented. It appears that the percentage of disabled lawyers in the UK is significantly lower than the national average. According to research conducted at Cardiff University by Prof. Foster Deborah (2020), disabled lawyers are subjected to daily discrimination on the basis of both overt prejudice and subtle forms of bias. Forty percent of UK-educated notaries, 37 percent of barristers, and 21 percent of solicitors received their education in a fee-charging institution. The average for the UK population is 7%, thus this is lower than that.
The legal community forms a variety of representative groups. The following are some organisations that work in tandem with the Solicitors Regulation Authority and the Law Society:
· the Black Solicitors’ Network (BSN) goal is equality of access, retention, and promotion of black solicitors within the sector.
· The mission of the Lawyers with Disabilities Division (LDD) is to promote equality of opportunity for people with disabilities, whether they are solicitors, would-be solicitors, or client.
· Interlaw Diversity Forum "works to foster inclusion for all diverse, socially mobile, and under-represented talent working in the legal sector, and to promote meritocracy in all sectors by working to 'level the playing field' in order to create environments where the best talent can succeed." 
· The Association of Women Solicitors supports and advises all women solicitors, regardless of area of practise, and includes LPC graduates, all women on the roll, women on a career, and even retirees.
To get a sense of how diversity currently shapes up for young law applicants, I have portrayed data from the Aspiring Lawyer Survey, conducted by AllAboutResearch in 2013, which sampled 10,000 aspiring lawyers (either law students or non-law students) from the cvmailUK application system.

(Alina Matei, Figure 1)
According to White (2012), the gender gap and minority representation have long been the most recognised diversity issues in the legal industry, but the age gap has recently gained increasing attention in human resources. Approximately 48% of all lawyers are women, bringing them closer to parity with their male counterparts. It should be noted, however, that according to data compiled by the Law Society, women account for over 60% of trainees but less than 30% of partners. The percentage of Asian lawyers has increased dramatically, from about 4% in 2003 to over 7.5 % in 2013. The latter statistic indicates that the proportion of Asian lawyers in the UK is consistent with the proportion of Asians living in the country as per the 2011 census. The percentage of minorities working as lawyers is roughly 12%, which is slightly lower than the percentage of minorities in the general population (14%). The Law Society reports that just about 6% of partners come from ethnic minorities, which is a major problem for the question of diversity. Interesting in the age statistics for legal firms is the rise from 4% in 2003 to 7% in 2013 of the percentage of lawyers over the age of 60. Meanwhile, there has been a decline from around 18% to less than 15% of lawyers being 30 or under. As the generations rebalance the workforce, it appears that older lawyers are staying in the field longer than their younger counterparts.
There is evidence of movement towards more diversity in the legal profession, with the gender gap narrowing the most. More work is needed to make the profession genuinely diverse, but the data shows progress in other areas as well, including ethnicity and age. In addition to these considerations, it is becoming increasingly important for legal HR professionals to be aware of the percentage of their workforce that identifies as lesbian, gay, or bisexual.
The barriers to admittance into the legal profession have been removed for women for about ninety-five years, ever since Carrie Morrison became the first woman admitted as a solicitor in England and Wales.
According to Gazette Newdesk (2016), during the 1990s, women have consistently made up more than half of all newly-qualified attorneys, and today, they account for over three-quarters of all practising solicitors aged 35 and under. Nonetheless, men continue to hold most of the top positions, especially at the most prestigious companies. In 2015, just 19% of partnership positions at the top 20 firms were held by women, according to Reyes's (2017) report. "Cohort after cohort of highly skilled women lawyers reach senior associate grade and seem to hit — depending on your preferred image — a glass ceiling or a cattle grid," a pundit noted recently. Some lawyers even give up on their careers and leave the field entirely" (Reyes, 2017).
The ability to balance professional and caregiving responsibilities is an important challenge for many workplaces and organisations. Women in Law London (WILL) and King's College London conducted a joint study which found that "women do not perceive it easily possible to succeed in both their career and other important aspects of their lives (such as having a family or looking after dependant relatives) without some kind of sacrifice in the legal profession" (Reyes, 2017).   
Reasons why diversity and equality in the legal field matter include:
· criteria that encourage the best and brightest to enter the field of law and advance in their chosen profession, thus guaranteeing an expertly trained and capable staff and facilitating the efficient delivery of justice. 
· better access to services is achieved through a more impartial and effective judicial system, which in turn benefits from a legal profession that reflects the community at large. 
· for some clients, it may be more comfortable to work with a lawyer who shares their background or lifestyle.
Increased productivity has been related to a more diverse workforce, and that includes the top leadership. (Hunt et al., 2015) When all employees are thoroughly integrated into an organisation and their differences are valued and respected, a broader spectrum of perspectives can be achieved. This implies that decisions will be more comprehensively considered and informed, thereby increasing the likelihood of innovative ideas and solutions (Armstrong et al, 2010). Companies with more diverse teams are therefore better able to respond to market shifts.
All organisations must conform with the laws governing equality and diversity. Principle 9 of the Solicitors Regulation Authority means that solicitors and firms must promote equality of opportunity and reverence for diversity, in accordance with the law. In addition to the Equality Act of 2010, the following modifications have been made to enhance equality and diversity:
- in 2014, new rules on flexible working extended the right to request flexible working to all employees. In 2015, shared parental leave was introduced, allowing working parents to determine how to divide their leave.
- all employers with over 250 employees must publish their gender pay and compensation data by April 2018, and all FTSE 350 companies must have at least 33 percent women on their boards by 2020, as well as at least one Black, Asian, and minority ethnic director.
As per Justine Greening, former Minister for Women and Equalities "The government encourages all employers to adopt [the McGregor Review] recommendations to make the workplace more inclusive. As the proportion of British working age adults from Black, Asian and minority ethnic backgrounds is increasing, it has never been more important for employers to harness the potential of this home-grown talent and influence positive behaviour change in the labour market. As with any significant change in working practices, success will only be delivered if everyone in an organisation takes ownership of the issue." (GOV.UK, 2017)
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