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Equality and Diversity Strategy
Our aims:
· We want to be recognised as demonstrating excellence in relation to E&D, as we do in the rest of our business, and as leading the field on E&D at the commercial bar.

· We want to meet and exceed legal and regulatory requirements in relation to E&D.

· We want to recruit and retain the very best talent (whether barristers or staff).

· We want to ensure that those we do recruit then have fair opportunities to develop their practices or careers in a way that is compatible with any family responsibilities they may have.
· We want all of our clients, members, staff, pupils, and prospective candidates to feel confident that our procedures deliver what our policies promise, in respect of E&D, and that they can trust us to treat them in a non-discriminatory manner.

How will we achieve this?
· Setting rigorous standards for E&D compliance: We have adopted a comprehensive E&D handbook setting out our policies and our procedures for implementing them.  This includes:

· requiring selection (of pupils, tenants and staff) to be done by reference to objective criteria;

· requiring the clerks to apply objective criteria when selecting barristers to put forward for unallocated work and monitoring the distribution of such work;

· requiring members also to observe our E&D policy when they have opportunities to bring other members into cases;
· giving 6 months maternity leave (with rent remission) to the primary carer of a newborn or newly adopted baby and a further extended leave of up to 12 months thereafter;

· being prepared to consider reasonable adjustments for those who are disabled, and career breaks or flexible working arrangements for those with caring responsibilities;

· a commitment to positive action to remedy the under-representation of women, ethnic minorities and those with disabilities;
· defining the role and responsibilities of our E&D officers in promoting E&D, organising training and monitoring and reporting on compliance.
· Collecting and analysing meaningful and relevant data:

· We will collect and analyse monitoring information by gender, ethnicity and disability on members and staff and on applicants for mini-pupillage, pupillage, or staff appointments.

· We will collect detailed data from which our E&D officers monitor and report to the Head of Chambers and Director of Clerking on fairness in work allocation.  This analysis is also used for practice management purposes. 
· The E&D officers will keep under review what data is collected and how, as our experience and the available technology develops.

· Transparency and accountability:

· We will report internally (to the Head of chambers, to the AGM and to the Director of clerking) and externally (to the Attorney General, COMBAR and other interested parties) on our progress on E&D.
· Where work allocation monitoring highlights a potential issue affecting an individual we will share relevant data with that individual and their clerking team, in line with our policy, and the Equality and Diversity officers will work with them until they are satisfied that there is no discrimination in respect of that individual and that any practice management issues are being addressed.
· We have published our E&D Handbook on our intranet and website and our E&D officers will keep it under review.
· Pro-active steps to promote E&D:

· We have established a rolling Action Plan, which lists the actions we propose to take to further our E&D strategy, the deadlines for taking those steps and the individuals with lead responsibility.  The E&D officers will keep this under periodic review and will use it to measure progress.
· We are participating in a number of initiatives designed to encourage applications for pupillage from under-represented groups. (Social Mobility programme through which teenagers from disadvantaged groups gain work experience in chambers; allocation of a proportion of our mini-pupillages to candidates from disadvantaged groups, on the footing that we do not treat mini-pupillage as a pre-requisite for applying for pupillage in chambers.)
· We will include on our website and in advertisements a statement of our commitment to equality and diversity, our willingness to consider reasonable adjustments for disabled candidates and our desire to encourage applications from under-represented groups.
· We are working with our software provider to improve the IT systems available for collection and analysis of data for work allocation monitoring purposes.
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