Equality and diversity within the legal profession are crucial for several reasons. Firstly, they ensure fair representation and access to justice for all individuals regardless of their background, race, gender, or orientation. Secondly, diverse perspectives enrich legal discussions, leading to more innovative solutions and better decision-making. Thirdly, promoting equality and diversity fosters public trust in the legal system, enhancing its legitimacy and effectiveness. Overall, prioritizing equality and diversity in the legal profession is essential for upholding justice and promoting a fair and inclusive society.
The code of conduct outlines the level of professionalism expected from individuals like solicitors, registered European lawyers, and registered foreign lawyers authorized by us to offer legal services, as expected by both the staff and the public.
These guidelines relate to the conduct and behaviour associated with your profession. They set out the standards for ethical and skilled practice that are relevant regardless of your position or work setting. However, sections 8.1 to 8.11 only apply when you are offering your services to the public or a specific group of people, with the exception of rules that may apply when working overseas.
Conduct related to your profession does not have to occur only at work, it should realistically impact your professional practice in a relevant way. It is your responsibility to assess situations, taking into account your role, duties, areas of practice, and clients, which may include your employer and others within or outside the organization. You are accountable for following this code and any other regulatory obligations and being able to justify your decisions. Failure to adhere to these standards may lead to regulatory action, especially for repeated or serious violations. In addition to our own rules, we also oversee compliance with legal requirements on referral fees and measures against money laundering and terrorism financing. These guidelines are enforced through our strategy focused on protecting the public interests.
Public authorities and individuals exercising public functions must consider the following: eliminating prohibited conduct such as discrimination, advancing equal opportunities between those with and without protected characteristics, and promoting good relations between them. Furthermore, they should minimize the disadvantages faced by those with protected characteristics, cater to their distinct needs, and encourage their participation in various activities. Specifically, regarding disabled individuals, considerations must be made for their disabilities. Encouraging good relations involves tackling prejudice and promoting understanding. While treating individuals differently may be necessary to comply with these duties, it should not lead to conduct prohibited by the law. Protected characteristics include age, disability, gender reassignment, pregnancy, race, religion, sex, and sexual orientation. Any conduct prohibited by the act includes breaches of equality or non-discrimination rules.
An engineer who identifies as gender-fluid/non-binary, and faced abuse and harassment at Jaguar Land Rover, has achieved a significant victory in a discrimination case. Rose Taylor, who transitioned in 2017 while working at the car manufacturer in the midlands, has likely set a new standard with this groundbreaking claim.  There was previously doubt surrounding the Equality Act's coverage for individuals who identify as gender fluid/nonbinary, but this case, although not setting a formal legal precedent, is expected to shape future cases in a similar vein.
The Birmingham tribunal's ruling, delivered by employment judge Hughes this week, will be followed by another hearing next month to determine the damages Taylor will receive. Taylor, who had worked as an engineer at Jaguar Land Rover for over two decades, faced harassment and discrimination after expressing their gender identity by wearing women's clothing. Despite a lack of support from management, Taylor successfully claimed constructive dismissal. The matter also raised the question of whether being gender fluid or non-binary was a protected characteristic under the Equality Act of 2010, which currently covers traits such as age, disability, gender reassignment, race, religion, sex, and sexual orientation.

At 89 years old, Eileen Jolly made history by winning an age discrimination case against the NHS, becoming the oldest person in the UK to do so. She was let go by her superiors at Royal Berkshire hospital for allegedly being too old-fashioned in her secretarial skills and performing poorly. Despite not being reinstated in her job, Eileen was awarded £200, 000 after the tribunal found that her training was lacking and not properly directed.

Discrimination within NHS England has been highlighted through a significant case involving senior nurse Michelle Cox, who successfully sued NHS England Improvement for harassment and victimization. Evidence presented in court showed that her whistleblowing claims were not taken seriously, and she faced mistreatment from her manager, Gill Pax. Ms Cox was excluded from team events and opportunities for advancement, leading to a hostile work environment. With the support of the Royal College of Nursing, she is set to receive compensation for the injustice she faced while working for NHS England.
An Aboriginal gym trainer, Ben, quit his job after encountering racist remarks about his baby's appearance from a coworker on social media. Despite confronting the staff member, she did not apologize, leading Ben to resign and file a complaint with ADNSW. Following a conciliation conference, the gym owners apologized and compensated Ben with £4,000 to settle the issue. 
Richemont employee Cheryl Spragg experienced surveillance and discrimination at work based on her skin color. She was denied opportunities for career advancement and subjected to bullying by HR and colleagues because she is black. The company monitored her closely after a back injury, even following her to a wedding and obtaining images of her home and garden, causing her distress. Cheryl was repeatedly denied promotions, with the judge ruling that this was a form of direct discrimination due to a lack of transparency and fairness in the recruitment process. The company showed a preference for white European individuals, with no diversity training for the HR team and no black staff members in senior positions. Cheryl was also humiliated by colleagues who refused to enter a lift with her, laughing and making faces when she held the door open for them. This behaviour was deemed a violation of her dignity and constituted harassment under the Equality Act 2010. Cheryl raised concerns about discrimination in her workplace with the HR department, but instead of getting support, she was advised to find another job and was criticized for causing discomfort to her coworkers. The HR team even pointed out in an email that she was not the only black employee on her team and no racism claims had been made before. However, after the judge reviewed Cheryl’s case, she was found to have been mistreated and was granted compensation for the distressing situation she went through.
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Rules made by the Solicitors Regulation Authority Board on 6 June 2023.
Made under sections 2, 13, 28, 31, 32, 33A, 34 and 37 of the Solicitors Act 1974, section 89 of, and paragraphs 2 and 3 of Schedule 14 to, the Courts and Legal Services Act 1990, section 9 of the Administration of Justice Act 1985 and section 83 of, and Schedule 11 to, the Legal Services Act 2007.
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