


Contents

Foreword 3

Introduction 4

The context 4

Summary of activities 2004/05 5

1. Working towards a more inclusive profession 5

2. Fair and consistent regulation 7

3. Acting as a champion of a diverse profession serving a diverse clientele 8

4. Promoting equality and diversity in the profession 10

5.  Developing organisational and governance capacity to deliver equality 

and diversity policies 11

6. As an employer 13

Annex 1

Discrimination complaints against solicitors received by the Law Society - 2004 14

Monitoring by ethnicity, and other factors 15

Annex 2

Complainant satisfaction survey 17

Annex 3

Winners of the Solicitors’ Race Equality Awards 2005 21

Annex 4

Diversity profile of Law Society Council Members (at September 2005) 22

Annex 5

Diversity profile of Law Society Committee Members (at September 2005) 23

Annex 6

Law Society staff profile (at September 2005) 24

To receive this publication in alternative formats please email: 
alternativeformats@lawsociety.org.uk or phone 0870 606 6575



3

Foreword

I am delighted to present the Law Society’s first annual Equality and Diversity report.

In December 2004, when the Law Society Council approved the revised Equality and Diversity

Strategy and Action Plan, it agreed to receive an annual report on the activities undertaken to

implement the strategy and action plan.

This report highlights the actions we have pursued to make progress toward our vision of

playing a leading role in the elimination of discrimination and the promotion of equality and

diversity in our role as regulator, representative body and as an employer.

I believe that we have made much progress on this front. However, as we move to new 

structures of regulation and representation it will be important to ensure that we continue 

to build on our progress on equality and diversity issues.

I hope that you will find the report informative.

Janet Paraskeva

Chief Executive



Introduction

In July 2002, the Law Society renewed and enhanced its determination and commitment to promote equality 

and diversity across the range of its responsibilities – as a regulator, representative body and as an employer.

Since then, the Law Society has pursued a wide range of activities designed to make progress in achieving its 

aim of playing a leading role in the elimination of discrimination and the promotion of equality and diversity in 

all its activities.

The key areas of focus have been access to the profession, review of the Society’s regulatory policies, practices

and procedures, training for staff and members of the governing council and developing dialogue with diverse

demographic groups within the profession.

In December 2004, the Law Society reviewed and revised its Equality and Diversity Strategy and Action Plan.

The revised strategy and action plan (available on www.lawsociety.org.uk) sets out our strategic objectives 

and the range of activities we intend to pursue over the next two years.

This report draws together in a single document some of the actions we have taken from July 2004 to 

September 2005 to make progress in achieving the strategic objectives. 

The context

The Law Society regulates and represents some 100,000 solicitors in England and Wales. 

The Law Society’s equality and diversity activities are influenced by a number of factors such as statutory 

obligations and the desire to promote best practice within a profession with a changing demographic profile.

Most recently, the changes proposed as a result of the Clementi review of the future regulation of the profession

present new opportunities and challenges. The Law Society will need to ensure that the changes, for example,

new business models for delivering legal services, take into account the impact on different groups in the 

profession and the client base. It also presents the Law Society with a unique opportunity to ensure that equality

and diversity issues permeate every aspect of new structures, policies and processes.

The Law Society, like any other organisation has always been subject to the provisions of the anti-discrimination

legislation. In addition, since 2000, the regulation function has been subject to the general duty under the Race

Relations Amendment Act 2000. In December 2004, the Law Society was required to produce a Race Equality

Scheme under the specific duty. The Race Equality Scheme was agreed in May 2005. 

From 2005, the provisions of the Disability Discrimination Act (DDA) 2005, for example, the requirement to 

produce a Disability Equality Scheme also apply to the Law Society. Of course, it is important that we comply 

with our legal obligations but the Law Society’s approach is to go beyond minimal compliance to achieving best

practice. To this end, we have assumed similar obligations and principles in other strands of diversity and other

functions of the Law Society.
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Summary of activities 2004/05

1.  Working towards a more inclusive profession

The Law Society has a commitment to work to achieve fair and equal access to and progression within the 

profession for all who have the talent and the desire to become solicitors. The demographic profile of the 

profession in terms of ethnicity and gender has been monitored for some time now.

The trends show that there are an increasing number of women and Black and Minority Ethnic (BME) people

entering the profession. In 2003/04, 57% of admissions to the solicitors roll were women and 18.2% were of 

minority ethnic origin. However, these groups remain significantly under-represented at the senior levels.

(Detailed data on the ethnicity and gender profile is available on www.lawsociety.org.uk – Minority Ethnic 

Solicitors fact sheet and Women Solicitors fact sheet). We have recently begun to monitor disability; however, 

the information available at present is unlikely to be the true picture.

Only 453 solicitors have declared a disability. Given the level of disability in the population, this is unlikely to 

be an accurate reflection of the levels of disability in the profession.

Some of our research indicates inequalities based on factors such as race and ethnicity, gender, disability, 

social, education and financial background and sexual orientation.

To help to address these issues, the Law Society undertook the following activities in 2004/05.

Access and progression

� Diversity Access Scheme
This flagship scheme to support individuals facing particular barriers in entering the profession was established

in 2004 with support from the Law Society Charity, Legal Practice Course (LPC) providers (such as the College of

Law, BPP, Cardiff and Nottingham) and contributions from individual solicitors. When fully developed, the Scheme 

will have three strands – financial sponsorship, mentoring support and a work placement scheme. The financial

sponsorship strand is in place and in 2004, 14 students were awarded scholarships to study on the Graduate

Diploma in Law or the LPC. For the 2005 academic year, 12 scholarships have been awarded.

� Promoting careers in the profession
We are committed to encouraging access to the profession by creating opportunities for students who either

would not commonly consider a career in the legal profession or who face barriers to becoming solicitors for 

reasons related to personal characteristics, and social, educational or financial background. The Legal Education

Unit held a successful conference for students from state schools in the Bristol area and provided them with the

opportunity to learn about a career in law and hear first hand the experiences of qualified solicitors, barristers

and legal executives.

The Law Society also promotes access to the profession by participating in law recruitment fairs and providing

information to potential solicitors.
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Improving training and education

� The Legal Practice Course
Research was undertaken to identify any adverse impact the LPC was having on the performance rates of 

Black and Minority Ethnic students. The results indicated that ethnicity of the students was not a significant 

predictor of success on the LPC. The research findings are available on www.lawsociety.org.uk.

The assessment guidelines for the LPC have been reviewed to ensure that the competence requirements for 

the course are not discriminatory and can be objectively justified under the Disability Discrimination Act.  

� Monitoring training contracts
The Society has provided all its Chief Assessors, training contract monitors and adjudicators with equality and 

diversity training. The training content included an overview of anti-discrimination legislation and the equality

and diversity implications of the assessment process and those involved in the assessment of individuals.

� Equality monitoring by providers
The Society requires all its authorised providers of the LPC, the Qualified Lawyers Transfer test and the training

and assessment leading to the rights of audience qualification to provide information on their equal opportunities

monitoring in their annual report submissions to the Law Society.

� Training framework review
Proposals for changes to the training framework will be put to the Council in December 2005. Although the focus

of the review has been to secure standards of entry, issues of access and cost have also been addressed.

Progression within the profession

The profiles of the profession indicate that progression rates for women and Black and Minority Ethnic solicitors

differ from those of other groups in the profession. The picture may be similar for disabled and gay and lesbian

solicitors; however, our research is not yet sufficient to confirm this.

To understand some of the reasons behind progression issues for women, we undertook and published 

research on why women leave the profession. The report’s findings will be used to address some of the 

issues faced by women solicitors for example on work/life balance, pay differentials and the perceived lack 

of partnership opportunities.

Research into the career progression of Black and Minority Ethnic solicitors and the career experiences of gay,

lesbian, transgender and bi-sexual solicitors commenced in July 2005.
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2. Fair and consistent regulation

Review of rules

In undertaking a review of the professional conduct rules, we have sought to ensure that these rules do not 

unjustifiably discriminate against certain groups of solicitors or clients on grounds of gender, age, disability, 

sexual orientation and racial or ethnic origin. For example, the Ethics Unit has recently undertaken an initial

equality and diversity impact analysis of the Referral Fees Rule. We have also reviewed and updated the 

Anti-discrimination Rules.

Better regulation of the Solicitors Anti-discrimination Rules

� Updating the rule
In September 2004, the revised and updated Solicitors Anti-discrimination Rules came into force. This was in

response to new legislation and a renewed commitment to better regulation (including enforcement) of the rule. 

To accompany the launch of the new rule, a number of activities were undertaken to provide information, guidance

and support to the profession on promoting equality and diversity in firms. This included the dissemination to 

all law firms in England and Wales of a CD-ROM on diversity that includes information and guidance on equality

and diversity and related legislation. A specific version accessible for visually impaired practitioners has also 

been developed.

Two handbooks for solicitors – Delivering Equality and Diversity and a guide to implementing the provisions of the

Disability Discrimination Act 1995 - have also been published and distributed.  

The Ethics Unit of the Law Society also provides telephone advice and information to practitioners on the rule and

anti-discrimination generally. The Unit has also published equality and diversity frequently asked questions on the

Law Society website.

� Monitoring compliance with the rule
The Practice Standards Unit has been at the forefront of monitoring the implementation of the new anti-

discrimination rules within the profession. From January to May 2005 the unit embarked on a pilot involving visits

to a number of firms to check on whether solicitors understood what was required of them under the new rule

and how far they had got in implementing the rule. The advisors within the unit participated in an intensive 

equality and diversity learning and development programme which included sessions on understanding the rule,

how compliance should be monitored, understanding the key anti-discrimination legislation and its relationship

to the rule. 

The unit having completed the pilot phase are considering the findings and will soon be rolling out a monitoring

process across the profession.

� Dealing with complaints of discrimination
Complaints of discrimination by clients, employees or third parties against solicitors are dealt with as a 

matter of professional misconduct and a potential breach of the Anti-discrimination Rules. 

A separate team in the Compliance Directorate investigates complaints of discrimination against solicitors

received by the Law Society. The unit has over the years established a monitoring system to capture its 

discrimination complaint data. The most recent figures available show that, in 2004, the Law Society received 

55 new complaints alleging discrimination against solicitors. This is a small decrease over the previous year when 

59 new complaints were received. (For further data, see Annex 1).

Although the numbers of complaints are small compared to the number of complaints dealt with by the Society’s

Conduct Assessment & Investigation unit overall, the data is important in identifying areas for further work with

the profession. The figures show an increase in complaints alleging gender and religious discrimination and a

small decrease in the number of complaints received that allege race and disability discrimination. 
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Compliance

Equality and diversity is integrated into compliance policy developments. In 2004/05, we commenced work on

analysing the equality and diversity impact of compliance activities and have undertaken monitoring of various

intervention decisions such as investigations, and referrals to the Solicitors Disciplinary Tribunal (SDT).

This information is then used to undertake more in-depth assessments of equality and diversity issues, for 

example, in the past year we have examined the impact of some disciplinary decisions on Black and Minority

Ethnic solicitors.

An initial race impact analysis suggests, whilst the actual numbers are very small, a larger percentage of Black

and Minority Ethnic solicitors face certain types of disciplinary action compared to the size of the group within the

profession. The initial impact analysis recommended that further action be taken to establish whether or not

racial or ethnic origin is a factor in the disciplinary action taken by the Society’s Investigation and Enforcement

Unit. Further work has already commenced to explore these matters further.

� Procurement
The Compliance Directorate purchase external legal services to undertake work on its behalf, for example, 

intervention in firms and prosecution at the SDT. The Directorate, in purchasing such services has begun to use

the procurement process to ensure that those acting on its behalf are themselves implementing good equality and

diversity practice.

This practice has now been extended to all procurement of legal services by the Law Society.

Consumer complaints

The Consumer Complaints Service deals with complaints from the public about the service received from 

solicitors. It acts in the interests of the public to ensure that the complaint is dealt with effectively, for example 

by conciliation with the agreement of both parties. If conciliation is not successful, then the Law Society can

award compensation to the client as appropriate, and within given guidelines.

The unit monitors customer satisfaction by ethnicity, age, gender and disability. Client satisfaction is measured by

getting feedback via a questionnaire sent to all consumers who have had their complaint resolved by the unit.

(For an analysis of the satisfaction date, see Annex 2.)

Future monitoring will include comparative year on year analysis to measure improvements and highlight any

areas of risk.

3. Acting as a champion of a diverse profession serving a 
diverse clientele

In representing the profession, the Law Society is determined to promote the needs, interests and aspirations 

of all the diverse groups that make up the profession today. We recognise that historically, some parts of the 

profession are under-represented in the governance and decision making processes of the Law Society.

In 2004, the Law Society has pursued two strands of work to make progress in this area – working in partnership

with groups within the profession and identifying and raising awareness of the equality implications of policies and

legislation for women solicitors and clients and those from minority groups.

Working in partnership

To address this, the Law Society has developed a continuing dialogue with groups and professional networks 

representing a number of demographic groups. for example the Association of Women Solicitors, Black Solicitors

Network, the Group for Solicitors with Disabilities, Young Solicitors Group, Trainee Solicitors Group, Association of

Muslim Lawyers and Society of Asian Lawyers.  
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All groups are regularly consulted on issues of Law Society and government driven policy that are likely to have an

impact on their members. In 2004, the Society has sought and facilitated contribution from demographic groups in

the following main areas of policy or practice and access to justice issues generally:

� Proposals on competitive price tendering 

� Diversity in judicial appointments 

� The Law Society Training Framework Review 

� Proposals for reforms on the way lawyers are regulated

� Government’s proposal to create a single equalities commission

The Society has also developed a number of working partnerships. A notable example includes a series of 

seminars run by the Law Society in collaboration with the Association of Muslim Lawyers. These seminars 

related to Islamic Law and its practical implications for solicitors when dealing with Muslim clients. Seminars

were run on divorce, finance and family issues. In addition, the Law Society worked with an organisation known 

as Imkaan to run a seminar on crime and honour killings. 

All these events were extremely well attended and have raised practitioners’ awareness of issues affecting 

specific communities. 

Identifying and raising awareness 

The Law Society, through its highly regarded law reform and policy work is in a pivotal position to ensure 

that diversity implications of new policies and proposed legislation on women and minority groups within the 

profession are highlighted and to campaign for access to justice on behalf of groups who may face barriers in

accessing legal services. Key areas of activity in 2004 included:

� improving legal protection for cohabiting and same sex couples which led to amendments to the final legislation

(Civil Partnership Act 2004).

� routinely highlighting any changes in legal aid policy which could adversely affect solicitors from minority 

groups and the client groups they serve.   

� warning of the potentially unfair and disproportionate effect of criminal justice proposals on minority groups.

� campaigning for a fair, swift and compassionate regime for dealing with immigration and asylum claims. 

� providing training for immigration and asylum practitioners.

� lobbying successfully to ensure that government takes a much more proactive approach to achieving greater 

diversity in the judiciary.

� improving law and procedure in mental health cases including making recommendations on lasting powers of 

attorney and the development of policy on Mental Health Tribunals.

� making recommendations to the Joint Parliamentary Scrutiny Committee on the new DDA, in particular on the 

definitions of disability and reasonable adjustment.

� holding a joint seminar with MIND and the Royal College of Psychiatrists to look at the difficulties experienced 

by people with mental health problems when seeking protection under the DDA.

� supporting the idea of a single equalities and human rights commission.
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4. Promoting equality and diversity in the profession
In addition to providing firms with guidance on the implementation of the anti-discrimination rules and the 

legislation, we have undertaken a number of activities to encourage firms to go beyond compliance to 

best practice.

Solicitors Race Equality Awards

One of the key developments in 2004 was the launch of the first annual Solicitors Race Equality Awards. 

In conjunction with the Commission for Racial Equality, the Law Society set up the Solicitors Race Equality

Awards to recognise solicitors’ contribution to furthering race equality. The first awards were made in May 2005. 

A list of the winners can be found in Annex 3.

Disability discrimination seminars 

During 2004 the Society ran three pilot seminars in its regional offices. The seminars were designed to raise

solicitors’ awareness of changes to the Disability Discrimination Act and its implications for their practices. 

A particular focus of the seminars was Part III of the Act. DDA Part III places an anticipatory duty on 

organisations involved in the delivery of products and services to ensure that their services are accessible to

everyone irrespective of their disability. Following the pilot the Society will be rolling out a programme of 

seminars through all its regional offices. At least five seminars are due to run during October to December 2005. 

Other promotional activities

The Society’s own efforts to promote equality and diversity in the profession have been complemented by a 

number of activities undertaken by the groups and in partnership with other organisations. For example:

� Supporting the Minority Lawyers Conference which is a collaborative venture between the Bar Council, DCA, 

practitioner groups (Association of Muslim Lawyers, Society of Asian Lawyers and Black Solicitors Network) 

and the Law Society. The conference takes place every two years and provides a platform for a debate on

the equality and diversity issues of concern to the legal professions. 

� Supporting the Women Lawyers Conference – a joint conference between the Bar Council, DCA, Women 

Lawyers’ Forum and the Law Society, this conference also takes place every two years. The Law Society 

supported the conference which took place in March 2005. 

� Legal Aid Events – to encourage those entering the profession to consider legal aid careers.

� Career progression seminars and workshops such as awareness about the routes to partnership, 

cv writing skills and participation in career and recruitment fairs.
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5. Developing organisational and governance capacity to 
deliver equality and diversity policies

Governance capacity

� Oversight of equality and diversity issues

The Law Society Council has overarching responsibility for equality and diversity - this includes providing strategic

direction, setting policy and monitoring progress. Each Council member has responsibility for complying with and

promoting the Law Society’s equality and diversity policies.

The Council has delegated responsibility to its Main Board for ensuring that progress is made on equality and

diversity issues. The Main Board is supported and advised on this by the Equality and Diversity Committee.

The Main Board (through the Equality and Diversity sub group) regularly reviews progress. It is assisted in this 

by an external evaluator. This first external evaluation report was presented to Council in December 2004. 

The report’s overall conclusion was that the Law Society had made good progress in many areas but much

remained to be done. The report made a number of recommendations including the needs for a more coherent 

and co-ordinated approach to equality and diversity issues, a review of the Equality and Diversity Strategy and

Action Plan, enhanced monitoring and impact analysis and the development of an equality and diversity 

competency framework. All the recommendations have been agreed by Council and have been incorporated 

into the revised action plan.

� Demographic profile of the Council

The profile of Council members is regularly monitored with a view to addressing the under-representation of 

certain groups within the profession. In 2004, a further ethnic minority seat was made available to the Black

Solicitors Network taking the number of ethnic minority seats to three. The latest available figures are set out in

Annex 4. A profile of Law Society committee members is attached as Annex 5.

This analysis will be used to consider how the diversity of those involved in the governance of the Law Society

might be improved.

� Council member equality and diversity training

At the July 2004 Annual General Meeting, the Law Society agreed to a change in the Bye–Laws which requires 

all Council members to participate in equality and diversity training as a condition of becoming a Council member.

This enhanced a previous requirement where those Council members who intended to serve on Law Society

boards were required to attend such training. By July 2005, all Council members (except those elected at the 

July 2005 AGM) had attended training.

The Council member training programme is underpinned by the publication and distribution of an Equality and

Diversity Handbook for Council, board and committee members. Among other issues, it provides guidance on how

to assess the equality and diversity implications of papers presented at Council, board and committee meetings.
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� Designing new governance structures 

The Law Society is in the process of designing a new governance structure both for its regulatory and 

non-regulatory functions. The opportunity is being used to ensure that equality and diversity issues are 

embedded at the very outset. 

For example, the terms of reference for the new Regulation and Consumer Complaints boards set out very clearly

their equality and diversity obligations and responsibilities in the conduct of all their business. It is expected that

this will be reflected in the strategic and operational plans of the boards.

Accordingly, in appointing board members for the Regulation and Consumer Complaints boards, equality and

diversity competencies were included in the selection criteria. Furthermore, the advertisements made it clear that

the Law Society was looking to appoint boards with a diverse range of membership. All members for the two new

boards are required to undertake equality and diversity training. In overseeing the work of the new boards, the

Law Society will ensure that they use equality and diversity criteria in their decision making.

Plans are in hand to develop new arrangements for the delivery of non-regulatory professional services.

In developing these services, the Law Society is seeking to ensure that at all stages, for example, consultation

with the profession or market research, equality and diversity considerations are reflected.

Organisational capacity

� Staffing support

In February 2004, the equality and diversity staffing structure was reviewed in response to a recommendation by

the external evaluator. As a result, a post of Director of Equality and Diversity was established to undertake

strategic development, to act as adviser to the Law Society on equality and diversity issues and to co-ordinate

equality and diversity activities across the Law Society. This post is supported by two senior posts – the Head of

Equality and Diversity (Regulation) and the Head of Equality and Diversity (Representation).

� Staff training

For some time now, employees have been provided with training which will enable them to undertake their duties

in accordance with Law Society values and policies and anti-discrimination legislation. In November 2003, a new

training programme dealing with these issues was launched and all staff are required to attend the training. The

focus of this programme is to raise awareness of equality and diversity issues and how these might impact on

their duties and in dealing with each other and with customers. 

In addition, from July 2004, specific training has been provided to key groups of employees on the new 

Anti-discrimination Rules and legislation, for example to regulation staff in the Ethics, Practice Standards and

Investigation and Enforcement Units.

Staff have also been issued with guidelines on identifying equality and diversity implications of policies and 

activities for Council, board and committee papers.
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6. As an employer

Equality and diversity monitoring 

We undertake regular monitoring and analysis of our workforce profile and employment processes such as

recruitment and selection according to race, gender and disability. The most recent figures (September 2005) are

set out in Annex 6.

Equal Pay Audit

An Equal Pay Audit was undertaken in December 2004. It concluded that there were no significant pay 

differentials between men and women and between the various ethnic groups. The audit has made a number 

of recommendations and an action plan has been developed to implement these recommendations in 2005/06.

Review of the Equal Opportunities in Employment policy

In January 2005, the Law Society commenced a major review of the Equal Opportunities in Employment policy.

This included a review of the recruitment and selection processes, promotions and secondment policy, grievance

and disciplinary polices, the dignity at work policy and flexible working.

To support the review, a staff survey on equality and diversity has been conducted and the analysis will be 

reported in due course.
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ALLEGATIONS 2004

Nature of alleged discrimination Number % 2004 (% 2003)

Race/ethnicity 24 40% (47%)

Sex 21 35% (17%)

Disability 7 12% (25%)

Religious belief 5 8.5% (3%)

Victimisation 2 3% (1.5%)

Age - -  (1.5%)

Class - -  (1.5%)

Not specified 1 1.5% (3%)

DISCRIMINATION COMPLAINTS AGAINST SOLICITORS RECEIVED BY THE LAW

SOCIETY - 2004

Annex 1

The nature of the allegations is shown in Table 1

Note 1: 2003 percentage figures shown in brackets.

Note 2: Multiple allegations 

Three persons alleged race and sex discrimination.

One person alleged sex and religious faith discrimination.

One person alleged sex and victimisation.

Note 3: Victimisation in these cases refers to it in the legal sense; not victimisation

as a consequence of complaining to the Law Society.

NEW MATTERS 2004

DISCRIMINATION ALLEGATION

STATUS Race Disability Sex
Religious

Belief
Victimisation Not stated

Client 11 4 5 3 - -

Non-client 6 3 3 1 - -

Employee 4 - 11 1 1 -

Solicitor 2 - 1 - 1 -

Trainee 1 - 1 - - -

Not stated - - - - - 1

TOTAL 24 7 21 5 2 1

Table 2 shows the allegation by reference to the status of the person affected

Note: The status describes the person affected who is not necessarily the person who lodged the complaint. Allegations come from a number of sources for 
example a client complaint may be submitted by a new solicitor on behalf of that person. A number of matters have been opened by the CAI unit of its own 
volition usually on the basis of press reports. The number opened by CAI in 2004 was seven.
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Monitoring by ethnicity and other factors

Complainants

Not every complainant specified their race, ethnic origin or colour or the nature of their disability or their gender. 

From those who volunteered this information or when the information is beyond doubt, answers included:-

Race, ethnicity – Asian, Indian, Irish, Jamaican, Jewish, South African.

Disability – Cerebral palsy, hearing impairment, mental health issues, prolapsed disc.

Religious belief – Islam, Sikhism. 

Sex – One of the complaints alleged discrimination on the grounds of gender reassignment; the 

remainder were all allegations made by women of sex discrimination by men.

Sexual Orientation – As in 2003 there were no allegations relating to discrimination on the grounds of 

sexual orientation.

Subjects of the complaint

Five of the allegations related to unadmitted members of staff of which three were female and two were male.

The remainder related to the conduct of solicitors. Of the solicitors named, 37 were male and eight were female.   

In other words, of the named individuals 78% were males; 22% were female.

None of the complaints related to registered European Lawyers or Registered Foreign Lawyers.

SUBJECT INDIVIDUAL

Age Band

DESCRIPTION
30 or

below
31-40 41-50 51-60

61 or

over
Unknown Total

African

African – Caribbean

Asian

Asian/Indian 

Asian/Pakistani

Black/African

British

White/European

Unknown

-

-

-

-

-

-

-

1

-

-

-

1

1

3

-

5

5

1

1

1

3

1

1

1

6

8

-

-

-

-

-

-

-

5

4

1

-

-

-

-

-

-

1

-

-

-

-

-

-

-

-

-

-

5

1

1

4

2

4

1

17

18

7

Profile of solicitors complained against - information from central Society records

Table 3

Grand Total 1 16 22 10 1 5 55
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Outcomes of 2004 matters

Outcome Number

Adverse findings 4

No discrimination breach found 23

Temporary closure due to 9

ET proceedings

Withdrawn by complainant 8

Ongoing investigation 14
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COMPLAINANT SATISFACTION SURVEY - DIVERSITY MONITORING STATISTICS

Diversity monitoring analysis – 1 October 2004 – 30 September 2005

Response rates

Age

Age profile of respondents

2% (81) 25 & under

11% (515) 26 - 35

21% (1039) 36 - 45

22% (1055) 46 – 55

18% (862) 56 - 65

12% (560) 66 and over

15% (753) did not specify

Activity         Numbers

Combined CCS and CAI closures 18278

Number of customer 13200

feedback forms sent out

Number of forms returned 4865

Response rate (forms sent out/ 37.3%

forms received)

Forms received as a % of closures 27.0

Annex 2
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KP1 – Overall handling of the complaint

Very & fairly satisfied Neither/nor Fairly & very dissatisfied Did not specify

25 & under 70.4% (57) 9.9% (8) 18.5% (15) 1.2% (1)

26 - 35 68.5% (353) 7.0% (36) 23.5% (121) 1.0% (5)

36 - 45 62.1% (645) 7.4% (77) 29.4% (305) 1.2% (12)

46 - 55 57.0% (601) 7.4% (77) 34.0% (358) 1.8% (19)

56 - 65 58.1% (501) 6.1% (53) 34.1% (294) 1.6% (14)

66 and over 63.9% (358) 6.3% (35) 27.7% (155) 2.1% (12)

Did not specify 45.0% (339) 9.3% (70) 44.2% (333) 1.5% (11)

KP2 – Satisfaction with the service 

Very & fairly satisfied Neither/nor Fairly & very dissatisfied Did not specify

25 & under 71.6% (58) 7.4% (6) 18.5% (15) 2.5% (2)

26 - 35 69.3% (357) 8.0% (41) 19.4% (100) 3.3% (17)

36 - 45 65.6% (682) 7.3% (76) 25.2% (262) 1.8% (19)

46 - 55 57.0% (601) 8.4% (89) 29.7% (313) 4.9% (52)

56 - 65 58.2% (502) 7.1% (61) 29.6% (255) 5.1% (44)

66 and over 63.4% (355) 7.5% (42) 22.5% (126) 6.6% (37)

Did not specify 45.4% (342) 9.6% (72) 39.8% (300) 5.2% (39)

KP3 – Satisfaction with outcome  

Very & fairly satisfied Neither/nor Fairly & very dissatisfied Did not specify

25 & under 54.3% (44) 8.6% (7) 30.9% (25) 6.2% (5)

26 - 35 58.3% (300) 9.5% (49) 28.5% (147) 3.7% (19)

36 - 45 55.5% (577) 6.6% (69) 35.5% (369) 2.3% (24)

46 - 55 49.9% (526) 6.5% (69) 39.2% (414) 4.4% (46)

56 - 65 47.6% (410) 6.6% (57) 39.2% (338) 6.6% (57)

66 and over 52.0% (291) 7.3% (41) 33.4% (187) 7.3% (41)

Did not specify 38.2% (288) 9.7% (73) 45.4% (342) 6.6% (50)
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Disability

3.5% of respondents (634) indicated that they had a disability. This low rate of response does not provide sufficient

numbers to undertake a detailed analysis.

Ethnicity profile of respondents

80% (3897) White 

11% (537) Did not specify 

4% (217) Asian or Asian British 

3% (127) Black or Black British

1% (47) Mixed

1% (40) Chinese

KP1 – Overall handling of the complaint  

Very & fairly satisfied Neither/nor Fairly & very dissatisfied Did not specify

Asian or Asian British 50.2% (109) 8.8% (19) 39.6% (86) 1.4% (3)

Black or Black British 65.4% (83) 6.3% (8) 27.6% (35) 1.0% (1)

Chinese or other

ethnic group
55.0% (22) 7.5% (3) 35.0% (14) 2.5% (1)

Did not specify 39.1% (210) 8.8% (47) 50.3% (270) 1.9% (10)

Mixed 70.2% (33) 0 29.8% (14) 0

White 61.5% (2397) 7.2% (279) 29.8% (1162) 1.5% (59)

KP2 – Satisfaction with the service provided  

Very & fairly satisfied Neither/nor Fairly & very dissatisfied Did not specify

Asian or Asian British 53.5% (116) 7.4% (16) 35.9% (78) 3.2% (7)

Black or Black British 65.4% (83) 7.9% (10) 18.1% (23) 8.7% (11)

Chinese or other

ethnic group
52.5% (21) 20.0% (8) 22.5% (9) 5.0% (2)

Did not specify 40.0% (215) 9.5% (51) 43.8% (235) 6.7% (36)

Mixed 66.0% (31) 6.4% (3) 23.4% (11) 4.3% (2)

White 62.4% (2431) 7.7% (299) 26.0% (1015) 3.9% (152)
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KP3 – Outcome of the complaint

Very & fairly satisfied Neither/nor Fairly & very dissatisfied Did not specify

Asian or Asian British 46.5% (101) 6.5% (14) 43.3% (94) 3.7% (8)

Black or Black British 56.7% (72) 7.1% (9) 28.3% (36) 7.9% (10)

Chinese or other

ethnic group
42.5% (17) 5.0% (2) 42.5% (17) 10.0% (4)

Did not specify 33.1% (178) 9.5% (51) 50.5% (271) 6.9% (37)

Mixed 61.7% (29) 4.3% (2) 27.7% (13) 6.4% (3)

White 52.3% (2039) 7.4% (287) 35.7% (1391) 4.6% (180)

Gender profile of respondents

47% (2305) Male

38% (1873) Female

14% (687) Did not specify

KP1 – Overall handling of the complaint

Very & fairly satisfied Neither/nor Fairly & very dissatisfied Did not specify

Male 56.4% (1301) 6.8% (157) 35.4% (817) 1.3% (30)

Female 67.4% (1263) 7.5% (141) 23.4% (438) 1.7% (31)

Did not specify 42.2% (290) 8.4% (58) 47.5% (326) 1.9% (13)

KP2 – Satisfaction with the service

Very & fairly satisfied Neither/nor Fairly & very dissatisfied Did not specify

Male 57.5 % (1326) 7.9% (183) 31.2% (720) 3.3% (76)

Female 68.5% (1284) 7.4% (138) 19.6% (367) 4.5% (84)

Did not specify 41.8% (287) 9.6% (66) 41.4% (284) 7.3% (50)

KP3 – Satisfaction with outcome 

Very & fairly satisfied Neither/nor Fairly & very dissatisfied Did not specify

Male 48.3% (1113) 6.9% (160) 40.9% (942) 3.9% (90)

Female 58.0% (1087) 7.6% (142) 29.1% (545) 5.3% (99)

Did not specify 34.4% (236) 9.2% (63) 48.8% (335) 7.7% (53)
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Best employer

Shortlisted entries

Watson Esam

Michael David Arnold

Fisher Meredith

Webster Dixon

Wragge & Co

Simmons & Simmons

CPS – West Yorkshire

CPS – (National)

Birmingham City Council

Best service provider

Shortlisted entries

Rochdale Law Centre

Oldham Law Centre

Fisher Meredith

Wragge & Co

Simmons and Simmons

West Midlands CPS

WINNERS

Small and medium firms (25 partners or fewer) and 
not-for-profit organisations

Winner – Watson Esam

Highly commended – Fisher Meredith

Large firms (more than 25 partners)

Winner – Simmons and Simmons

In-house legal departments and public sector

Winner – Crown Prosecution Service (National)

Best legal team

Shortlisted entries

Webster Dixon

Fisher Meredith

Oldham Law Centre

Rochdale Law Centre

WINNERS

Small and medium firms (25 partners or fewer) and
not-for-profit organisations

Winner – Rochdale Law Centre

Highly commended – Webster Dixon

Highly commended – Fisher Meredith

WINNERS

Small and medium firms (25 partners or fewer) and
not-for-profit organisations

Winner – Fisher Meredith

Highly commended – Oldham Law Centre

Highly commended – Rochdale Law Centre

Large firms (more than 25 partners)

Winner – Wragge & Co

In-house legal departments and public sector

Winner – West Midlands Crown Prosecution Service

WINNERS OF THE SOLICITORS’ RACE EQUALITY AWARDS 2005

Annex 3
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DIVERSITY PROFILE OF LAW SOCIETY COUNCIL MEMBERS (AT SEPTEMBER 2005)
There are a total of 105 Council member seats. Six of these are either vacant or are awaiting allocation.

Age

Age Band Number

16-24 1

25-34 4

35-44 11

45-54 35

55-64 44

65+ 4

Unknown 6

Total 105

Disabled Non-disabled Unknown Total

5 94 6 105

Disability

Ethnic origin

Ethnic origin Number

Black – African 1

Black Caribbean 1

Black - total 2

Asian - Pakistani 1

Asian - Indian 1

Asian - total 2

White - English 69

White - Scottish 2

White - Welsh 7

White - Other 6

White total 84

Mixed (White and African Caribbean) 1

Mixed total 1

Unknown (including 6 vacancies) 16

Total 105

Female Male Vacancies Total

26 73 6 105

Gender

Annex 4
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DIVERSITY PROFILE OF LAW SOCIETY COMMITTEE MEMBERS (AT SEPTEMBER 2005)
There are 308 committee members. These figures exclude Council members who may sit on Law Society committees

as well.

Age

Age Band Number

16-24 0

25-34 11

35-44 83

45-54 113

55-64 69

65+ 18

Unknown 14

Total 308

Disabled Non-disabled Unknown Total

5 303 0 308

Disability

Ethnic origin

Ethnic origin Number

Black - Caribbean 2

Black - total 2

Asian - Bangladeshi 1

Asian - Indian 3

Asian - Pakistani 1

Asian - Other 1

Asian - total 6

White - English 153

White - Scottish 9

White - Welsh 13

White - Irish 3

White - Other 11

White - total 189

Other - Mixed 1

Other - not specified 5

Other - total 6

Unknown (including 6 vacancies) 105

Total 308

Female Male Vacancies Total

111 197 0 308

Gender

Annex 5
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LAW SOCIETY STAFF PROFILE

Age

Age Brackets - All Employees - 30 September 2005
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Disability

Disability - All Employees - 30 September 2005
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Age Brackets by Grade - All Employees - 30 September 2005
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Ethnic origin

Ethnic Origin - All Employees - 30 September 2005
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