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The legal profession has been considered throughout history to be “an exclusive club of white middle-class men” (Nicolson, p. 201). Nevertheless, throughout time, the profession has developed in order to allow professionals of all backgrounds and characteristics to qualify within the field. The Equality Act 2010 (hereinafter referred to as “the 2010 Act”) requires that “all workers and job applicants must be treated equally and be given the same set of opportunities”. For this reason, the 2010 Act is considered one of the most important and challenging pieces of legislation in the last decades (Davies et al., 2016). The legal profession and those regulating it have heavily accentuated the need for diversity within the profession in order to make the profession more accessible and to provide improved legal services. A result of the high need for diversity resulted in the Solicitors Regulation Authority (hereinafter referred to as the “SRA”’) having permanently included in its Code of Conduct the need for equality, diversity, and inclusion within Principle 6 of the Code.
The three main elements promoted by the SRA are equality, diversity, and inclusion (EDI). Equality is considered to be the state of being equal to others and ensuring that everyone is treated fairly so that each individual’s life and talents can achieve their best outcome. Diversity refers to placing a positive value on differences in order to appreciate everyone’s different strengths and backgrounds. Lastly, inclusion is classified as a universal human right where each person’s personal attributes are embraced, and there are no barriers to their opportunities. All these key elements are important for the purpose of this essay because this essay will highlight how the legal profession has evolved through time in order to accept these beliefs and practices, and how there is much improvement to be made. 
One of the major issues within the legal profession has always been the problem surrounding social class, especially in high-earning firms (Ashley, 2010, p. 712). Ashley (2010, p. 714 – 723) recognised that although diversity has been encouraged and introduced in workplaces across UK, especially through legislation and obligations, these do not prove sufficient to resolve the deeply entrenched attitudes and organisational issues which pose a barrier to traditionally unrepresented groups. Social mobility is especially heavily impacted due to inequality, especially within elite professions, regardless of growing activism for equality and opportunity (Ashley, 2010, p. 724). Although there is discrimination and inequality based on many attributes and characteristics, the most visible problems are those arising due to class, gender, and race, thus these are the focuses of studies and most solutions to those problems (Nicolson, 2005, p. 202). 
Nicolson argues that for a profession whose main focus is to ensure access to justice and to “uphold people’s rights without fear or favour”, it is highly hypocritical to ignore the right to equal treatment and the principle of distributive justice in its own internal affairs (2005, p. 201). The case for diversity here is that it improves the administration and access to legal services, hence improving the service all around. The legal profession is extensively focused on its ethics and upholding those ethical principles throughout its practice, thus providing an improved and extensive service fulfils the profession’s ethical principles in many areas (Nicolson, 2005, p. 217).
The way diversity and equality improve legal services is because having professionals with different characteristics and from different backgrounds enables clients to be represented by someone with whom they identify (Nicolson, 2005, p. 217). Clients would prefer to be represented by someone who is familiar with “their accent, way of speaking, social milieu, and who accordingly is far more likely to understand their problems and empathise with them” (Nicolson, 2005, p. 217 citing Report of the Committee on Legal Education, 1971, p. 41; Royal Commission on Legal Services in Scotland, 1980, pp. 244–245; Hing, 1993; Cunningham, 1992). For instance, one of the most obvious examples is female clients would prefer a female lawyer, especially when dealing with highly sensitive topics such as sexual abuse and domestic abuse. Another example is where a traditional lawyer coming from a middle-class background imposes unwanted and harmful solutions on those from lower backgrounds due to miscomprehension and failure to identify with the problems of clients from such backgrounds (Nicolson, 2005, p. 217). 
Furthermore, encouraging more diversity within the profession would lead to more care-centred relations between the lawyer and the client. It is argued that women lean towards an ethic of care mainly based on empathy and connection with others, as well as attention to context and the individuality of each party; thus, this would lead women to be more care-oriented legal professionals and offering the legal profession a more “human” side (Nicolson, 2005, p. 217 citing Gilligan, 1993a; Noddings, 1984).  Moreover, care-oriented lawyers and those who come from other ethnic groups or from a wide range of characteristics would be more open to engaging in pro bono legal work, hence serving the vulnerable and needy when they need it the most because they might identify with such groups. 
Nevertheless, the case for diversity and allowing it to happen on paper does not necessarily mean the legal field can also develop into an equal field. Whilst encouraging diversity within the field for all the reasons and advantages stated above, expecting those from diverse backgrounds to carry out such work would intensify the inequality within the field. Pro-bono work or more care-oriented services would place those who practice it in a lower-earning bracket and affect their personal lives, whilst the “traditional” lawyer would be able to progress in their career and not have to carry out any of the other duties placed on minority lawyers (Nicolson, 2005, p. 219). 
The SRA takes a firm stance on equality, diversity, and inclusion. Principle 6 of the SRA Code of Conduct states that “you act in a way that encourages equality, diversity and inclusion”. Nevertheless, Principle 6 is not the only one concerned with equality, diversity, and inclusion. For instance, Principle 2 requires a solicitor to uphold the EDI principles because not respecting these can undermine “public trust and confidence in the solicitors’ profession and in legal services provided by authorised persons”. Furthermore, the SRA highlights the need to uphold their Principles in order to benefit the business side of the profession, but also to benefit the clients. This is because having “diverse employees with a range of expertise and experiences shows people that your firm is likely to understand their community and concerns, increasing access to justice” which reiterates the arguments above regarding clients requiring someone with whom they can identify (Solicitors Regulation Authority, 2019). 
The SRA sets out its requirements based on the 2010 Act. The Equality Act 2010 protects the following characteristics: age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief, sex, and sexual orientation. Based on these characteristics, a legal professional has a legal obligation to provide reasonable adjustments in order to accommodate anyone with such characteristics (Solicitors Regulation Authority, 2019). Furthermore, legal professionals are expected to encourage diversity at all levels of the workforce, as well as collect, report, and publish data based on the diversity of their workforce. Lastly, the SRA instructs legal professionals that they are responsible for upholding the reputation of the profession in their professional and personal life. These requirements place a great responsibility on legal professionals, and the SRA’s focus on the EDI principles demonstrates how the modern legal profession and its regulation are trying to navigate away from the traditional views of the legal profession. 
The history of the legal profession puts the profession in a very dire place in terms of diversity, equality, and inclusion. It is perceived as a profession dominated by middle-class white males with a fee-paying school education. The SRA and its Principles are focused on changing the narrative of the legal profession by encouraging equality and diversity through any professional engagements. Moreover, the diversity element has proven to be highly beneficial for the services provided by the profession. It allows for more care-oriented services, as well as ensuring clients have someone with whom they feel comfortable sharing their problems and accepting solutions. Overall, equality and diversity in the legal profession are on the way to expansion and ensuring it is more accessible for every individual.
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