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Reed Smith 
What innovative and impactful D&I activities have you undertaken to advance diversity and how 
do you measure success?  
 
Racial Equity Action Plan (REAP): 
In August 2020 we announced the formation of our Racial Equity Task Force, chaired by our 
Managing Partner, to implement REAP which includes: 
Recruiting: 50% increase of Black lawyers across Reed Smith by 2024. Retention: Improve Black 
lawyer and staff attrition rates consistent with firmwide attrition rate by 2024. Leadership: Increase 
percentage of Black leadership in the firm by 30% by 2024. Expanded engagement with clients to 
uncover opportunities for Black lawyer development: Client involvement in the execution of the 
REAP is an area of utmost importance to us (more on this under Q2). Pro bono projects designed to 
positively impact the Black community: We have committed to provide more pro bono legal 
services to projects in the UK/Europe that move the needle on racial equity issues. 
 
Further development of our Business Inclusion Groups (“BIGs”):  
We have further developed the engagement of all our BIGs focussing on LGBT, Disability, Mental 
Health, and each of African, Asian and Hispanic personnel, our multicultural network and military 
veterans with initiatives for community support, partnerships and events. Highlights include 
initiatives on transgender defence and education, mentoring and many series of podcasts for those 
with disabilities, and increasing awareness of mental health issues. 
 
Our Women’s’ Initiative Network:  
As our leader of this group says, “Gender parity is not about what we report, it’s about what we do”. 
The group launched new initiatives in FY21 Including a specific programme for women lawyers to 
enhance the skillset they need to advance to counsel and partner. We also launched a male sponsor 
initiative formed by male partners specifically teaming up with talented women lawyers for support 
and mentorship. Over the last year we have also hosted webinars, programmes and events (all 
offered virtually) on subjects such as “Where do Women and Women of Col our in the Legal 
Profession Stand?” and many focused-on challenges of the pandemic. 
 
Our 4th Diversity, Equity & Inclusion Summit:  
For the first time this was a wholly virtual event with over 1,100 registrants. It focussed on social 
injustice and intersectionality. We published a “key takeaway report” following the event where 
highlights included recommendations on overcoming self-doubt, inclusion of mixed-visible and non-
visible diversity, dismantling racism and leveraging employee resource groups and affinity groups to 
build power through intersectionality. 
 
Our first Disability Inclusion Summit:  
Led from London, this event was all about championing the talent of people with disabilities. We 
organised a series of panels with clients and other experts focussed on people with disabilities in the 
workplace. Again, we produced a follow up report with action items including a series of podcasts 
and interviews with clients on how lessons are being learned and actions taken to support those 
with disabilities. 
 
Our first Mental Health Summit:  
This was one of the first law firm conferences to address mental wellness in the legal profession and 
wider business community. This event followed the launch of the firm’s new mentoring programme 
focussed on mental health and well-being issues. 
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Executive Director of Diversity Recruiting (EDDR):  
We created this new partner position and announced its first appointee. The EDDR leads the firm’s 
strategic efforts to generate a pipeline of diverse talent that meets our targets and building our 
reputation as an employer of choice for diverse talent. 
 
Professional Staff Mentoring Programme:  
We have expanded our existing mentoring and reverse mentoring programmes whereby volunteer 
mentors comprising diverse directors, senior managers, managers and advisers, mentor our chief 
officers about their experiences as diverse individuals, and as professional staff members at the firm. 
 
Billable-hours credit for the pursuit of diversity and gender-related work:  
Under this new policy, firm wide timekeepers can annually designate up to 50 hours of work and 
activities related to DE&I and the firm’s REAP as billable time. We introduced this new policy 
because we believe that building an inclusive culture is integral to our business and should be 
rewarded and incentivised, not left to chance. 
 
External partnerships: 
During the year we have signed up to the CBI’s Change the Race Ratio campaign and were the first 
law firm to join Black Young Professionals Network (BYP Network), empowering black professionals 
to connect with each other and with global corporations. We also partnered with The Brokerage, a 
social mobility charity for whom we are providing mentees with work experience. And we have 
further enhanced our work with Aspiring Solicitors on its Black Mentoring Scheme. We are also one 
of only six founding law firms of The Reignite Academy, a pioneering venture in London providing 
experienced lawyers who have stepped away from the profession with the opportunity to return to 
the legal profession.  
 
What improvements are you planning for the next year? 
Across all of our Business Inclusion Groups, further strategic plans are being drawn up and others 
will continue to be implemented. Notable improvements and plans include:  
 
Leadership Council on Legal Diversity (LCLD) “Leaders at the Front” Pledge:  
For FY22 LCLD asked leaders of its member organisations to make a public statement on 
commitment to diversity. Our own managing partner’s pledge includes ensuring that diversity, 
equity and inclusion is a consideration in every major firm decision. Other specific initiatives are 
mentioned below. 
 
Project Ability:  
We will launch a major initiative to move the dial on disability inclusion so that people with 
disabilities are given equal opportunities to build their careers. Project Ability is a programme to 
staff specific legal client teams with at least one person who has a disability. We have the skills to 
provide clients with legal service teams that include people with disabilities and their allies. The trial 
of Project Ability will serve as a model for the legal and other professions to encourage the 
recruitment of people with disabilities and to attract, develop and retain talent with disabilities. 
Throughout FY22 we plan to have round table discussions with clients on how Project Ability teams 
can help them. 
 
Our Women’s’ Initiative Network:  
We will improve our offering around unique professional training, business development grants, 
sponsorship and mentorship. We will enhance our support of ‘Dress for Success’ to help women 
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achieve financial independence and upward mobility. We have global themed events and programs 
planned and will reengage on the themes of the pandemic, and challenges faced by women of 
colour.  
 
The London Multicultural Network (“MCN”):  
This gives our personnel and clients the opportunity to experience and celebrate their differences in 
a positive way, while raising awareness for issues pertinent to black, Asian and minority ethnic legal 
professionals. In FY22 the MCN will be implementing its action plan in a number of areas including: 
Education (getting all personnel to learn about the components of racism and what racial equality 
truly is); Support (supporting these colleagues in addressing any negative feelings or experiences 
they have on racial equality and helping them in our wider community in the fight against racial 
injustice). Allyship (encouraging all employees to be involved in our initiatives and events introduced 
to challenge racial inequality). We will be monitoring progress and effectiveness of this action plan 
together with statistics on a bi-monthly basis.  
 
Partnership with clients on black lawyer development:  
As part of our Racial Equity Action Plan in FY22 we will be partnering with clients on strategic 
secondment programmes designed to increase experience and connectivity with, and for, black 
lawyers. The programme will identify clients to partner with us in law school recruiting in shared 
summer programmes. 
 
DE&I Reciprocal Mentoring Programme:  
We will be launching mentor/mentee pairings as an enhancement of what is currently our Reverse 
Mentoring Programme. We have renamed the programme the “Reciprocal Mentor Programme” 
recognising that over the years both the diverse mentor and the senior mentee are able to share 
their experiences with one another.  
 
DE&I Pipeline Fund for 2021/22:  
This will be a new fund for grants to diverse lawyers for a variety of programmes on career 
development to provide support and guidance to Reed Smith personnel who are eligible for 
promotion.   
 
Our next Diversity Equity and Inclusion Summit:  
At our next Summit, we will engage even more with clients and determine how they can also engage 
with our own DE&I initiatives and how we can also engage with their own such initiatives.  
 
Our next Disability & Inclusion Summit:  
This will coincide with International Day of Persons with Disabilities. We continue to engage with 
clients on themes raised at our previous Summit and plan a series of other discussions with clients 
on themes such as diverse inclusion as a way of thinking, the significance of disability advocacy, 
mental health in the workplace, and the intersection of race, LGBTQ + and disability.  
 
Cross Cultural Initiative: 
In FY22 we are also planning more initiatives between our London MCN and equivalent initiatives in 
other geographies to demonstrate and learn from experiences in different jurisdictions on the issue 
of DE&I and how we can all learn and develop more cohesive and collaborative plans based on 
shared experiences.  
 
REAP:  

FY21 



 6 

We will be improving this programme in FY22 by introducing a work allocation programme to track 
the distribution of complex, high-value, high-visibility client work and put in place processes that 
ensure work is distributed consistently across the firm.  
 
Mansfield Certification in the UK, which starts in 2022:  
As one of 64 trailblazing firms that have adopted the Mansfield Rule in the US, we are excited to be 
extending this to the UK in 2022. We are also proud to sit on the advisory committee for the 
Mansfield Rule’s upcoming expansion to the UK. 
 

Mishcon de Reya 
What innovative and impactful D&I activities have you undertaken to advance diversity and how 
do you measure success?  
 
We published our Equity, Diversity and Inclusion (EDI) strategy in July last year and set ourselves 
clear and objective targets to improve diversity within the Firm. Our strategy has five main focus 
areas: Disability, Gender, LGBTQI+, Race and Social Mobility. The targets set out in our strategy 
relate to increasing the proportion of women in our partnership, increasing the proportion of Black 
and socially disadvantaged candidates and retaining them, closing our gender pay gap and ensuring 
our LGBTQI+ talent is supported, retained and promoted. As a result of our initiatives and efforts 
over the last year, we have seen success in progressing towards our targets and in some cases, 
already exceeding them.  
 
We have committed to fully agile working for all, wherever that is possible and are not prescriptive 

about how this happens. Instead we are led by the needs of our clients and colleagues, and as long 

as they are met, we trust our people to work in a way that is efficient but also respects their lives 

outside work.  

We have an EDI and Wellbeing strand as part of our in-house training and education provider, 
Mishcon Academy, which builds understanding of these topics to better educate our people and 
promote a more inclusive and supportive environment. Some of the topics we have covered are: 
How to talk about race; Challenging the dynamics of racism; Gender, language and trans and non-
binary inclusions; Being a working parent at Mishcon; Asperger's awareness; and Disability and 
unconscious bias. 
 
Race and Social Mobility 

- We are working with a number of organisations to help us attract, network and recruit Black 

candidates and have joined Rare's Attraction and Development programme. 

- We implemented the Rare Contextual Recruitment System, which allows us to understand 

candidates' achievements and experience in context.  

- We offer an optional orientation week before attending our vacation schemes or interviews, 

giving detailed feedback and offering coaching to candidates, whether or not they are 

successful.  

- We are working with PRIME, UpTree, MyKindaFuture and the Social Mobility Business 

Partnership, which all have extensive networks with schools inside and outside London. They 

have been helping promote our apprenticeship roles to schools with a high proportion of 

candidates from underrepresented groups. 

- We have attended law fairs aimed at groups traditionally underrepresented in law, such as 

Aspiring Solicitors.  
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- We signed the Race Fairness Commitment which aims to combat career obstacles faced 

people of all ethnic backgrounds and achieve fairness at work.  

- We launched the Free School Meals Club which is a networking group aimed at people 

working in professional industries and wider businesses who were entitled to free school 

meals when growing up.  

Gender 
- We have set up a Partnership Sponsorship Programme, which is working towards driving a 

higher percentage of women in the senior equity and is delivering results. 
- We have increased diversity in the most senior echelons of the Firm, with two additional 

woman joining the Board. 
- To attract as wide a pool of talent as possible, all of our job advertisements emphasise our 

commitment to fully agile working for all roles. 
 
LGBTQI+ 
We have established a mentoring scheme for LGBTQI+ people at the Firm, which aims to help 
support, retain and promote mentees in the longer term. It has launched with three mentor and 
mentee pairings. 
 
Disability 
We have joined the Valuable 500, a global collective of CEOs committed to disability inclusion and 
putting disability on the business agenda. In joining, we have committed to: reviewing the 
recruitment process and doing more to attract disabled talent; reviewing internal and external 
communications to ensure they are accessible to all individuals; and raising awareness and 
understanding about disability through our Academy programme.  
 
What improvements are you planning for the next year? 
We are implementing a new data system to better capture diversity-related data of our people. It 
will also allow us to report on our diversity and progress against our targets and objectives, ensuring 
greater accountability and transparency. We have committed to producing an internal equity, 
diversity and inclusion report every six months, setting out our progress and what we will be 
focusing on over the next six months. 
 
We will continue to aim to reach the targets we have set out in our strategy. Some of the initiatives 
that will help us achieve this are: 

 
Gender 

- We will be reviewing and evaluating the Partnership Sponsorship Programme over the 
coming months, to ensure it focuses on the issues that help its participants succeed and 
using insights to develop it further.  

- We will look at the way our development and feedback process can provide a better 
platform to help female Managing Associates progress to Partnership.  

- We are in the process of setting future objectives based on the insights and experiences on 
gender-related issues and challenges that were gained from the gender working group. 

 
Disability 

- We are working to fulfil our Valuable 500 commitments.  
- We will also continue to review and expand our use of technology in relation to our internal 

and external communications to ensure they are accessible and inclusive, including for 
people with visual impairments and dyslexia.  
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- We are ensuring awareness and understanding about disability remains high on the 
agenda, including in relation to hidden disabilities, through education and improving the 
reporting and accommodation of disabilities.  

 

LGBTQI+ 
- We are exploring how we can support Pride in London 2021 (in person or online) to 

reiterate the Firm’s commitment to what Pride stands for and show support for our 
LGBTQI+ colleagues.  

- We are also looking at hosting Academy sessions on the experiences of intersex individuals. 
 
Race 

- We have piloted a smaller group training session, “Challenging the Dynamics of Race”, 
which helps people recognise, analyse and challenge the dynamics of racism in everyday 
life. We will be rolling these out to our management teams and then Firmwide.  

- We are also prioritising how we shape our initiatives by listening to the Firm’s people – in 
particular, the few Black voices already at Mishcon de Reya. 

- For the 2022 recruitment cycle we will partner directly with universities that combine a top-

ranking law school with an above UK average % of Black students. We are also sponsoring 

the Rare Articles programme, designed to support outstanding Black candidates in gaining 

training contracts. 

Social Mobility 
- We continue to build relationships with organisations that support young people with their 

future careers, including in industries outside law.  
- We are conducting a review of our recruitment processes, delivering training, partnering 

with the Sutton Trust on work experience programmes and setting up a new mentoring 
scheme.  

- We will be running three one-day work experience days in 2021. Candidates will be selected 
via an independent application process, including Rare data, to help remove familial or client 
influence. This will create more opportunities for people from backgrounds traditionally 
underrepresented in law firms. 

 
Eversheds Sutherland 
What innovative and impactful D&I activities have you undertaken to advance diversity and how 
do you measure success?  
 

Diversity and inclusivity targets 

As part of our global D&I strategy we introduced challenging targets around gender and ethnicity: 

- 30% female partners by the end of 2021  

- 10% ethnic minority UK partners by 2025  

- 14% ethnic minority colleagues within the UK (employees and partners) by 2022  

Throughout 2021 we have been reviewing our progress against these targets and have implemented 
a diversity dashboard tool to help department leaders effectively monitor their own progress.  To 
develop this further we intend to implement RAG reporting across key metrics at department level 
aligned to individual performance reviews.    
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To help us achieve these targets we have: 

- Implemented inclusive leadership and hiring strategies: we have rolled out Inclusive Leadership 
workshops for our UK partners to support inclusive day to day behaviours and practices including 
decision making, hiring, promotions and staffing of client matters/considering opportunities for 
all team members – by early 2021 70% of our partnership had attended this.  We are currently 
planning to launch internationally later this year, with an Inclusive Teams version for all our 
people. We ensure diverse and inclusive hiring through activities such as contextualized 
recruitment, strength-based interviewing, diverse interview and promotion panels and promoting 
flexible and agile working practices. 

- Internal coaching programme: open to all colleagues, this has been running for a number of years, 
but has recently been refreshed to increase the diversity of trained coaches within the scheme.    

- Let’s talk about race sessions toolkit: in conjunction with Business in the Community we have 
delivered a series of Let's Talk about Race sessions to our UK partners and equivalent roles and 
published a document called  'Starting the Conversation - A Support Guide to Talking About Race. 
All our people are being encouraged to start having honest, constructive and respectful 
discussions about race in their teams. As a member of NOTICED, the UK’s first inter-firm ethnicity 
focused network, we have also teamed up with a number of peer law firms to create a toolkit 
which supports and encourages individuals to have effective conversations about race and racism 
in the workplace.  The toolkit is a great example of collaboration across the legal profession, which 
is one of the key pillars of our D&I strategy, recognising the benefit of coming together to help 
drive greater change.  

- We launched our first ‘Dyslexia Champion’ role in 2020 and have seen the number of colleagues 
seeking workplace adjustments for dyslexia increase by 50%.  

What improvements are you planning for the next year? 
We will continue to monitor our progress against our D&I targets, and measure and view our success 
through changes in our demographics, as well as participation in external benchmarking surveys, 
such as the UK Stonewall Workplace Equality Index, the Times Top 50 Employers for Women, the 
Social Mobility Employer Index and Hong Kong LGBT+ Inclusion Index. We are pleased with our 
positioning in these indices but recognise we have even more to do. Internally we also measure 
ourselves against our inclusivity index which is a key index within our global engagement survey. 
 
Our focus for FY22 will be: 

- D&I Data Monitoring – next month we are launching a refresh of our D&I Data Monitoring, 
starting in the UK. We will be asking employees to provide responses to an enhanced set of 
questions across all diversity strands including social mobility, disability, ethnicity, age and 
gender orientation. Collecting insightful data will ensure we are properly informed to evaluate 
existing and future diversity targets. 

- Eversheds Sutherland Inclusion Week – last year we informed you that we were considering 
introducing an inclusion day - a day where we celebrate difference, and the value that this 
brings. This would focus across all areas of difference and not be aligned to an existing national 
or international date. We are looking to progress this idea and hold our inaugural Inclusion 
week in FY22, with the intention to “follow the sun” from our offices in Asia across to the west 
coast of the US. 

- Responding to our global employment survey results – our annual global engagement survey 
(of 3,000 people, of which 70% responded) asking colleagues views about their experience of 
working for the firm highlighted we could be doing more with regards to inclusion and career 
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vitality.  We are finalizing a plan to address these areas including deepening diversity targets, 
developing our employer brand and supporting social mobility firmwide.   

- Inclusive hiring - we are building a successful approach to hiring diverse talent and conducting 
an inclusive experience for candidates and new joiners. This includes: 

▪ a targeted list of graduate institutions specifically to access more diverse 
talent 

▪ a diverse shortlist for all roles 

▪ diverse representation at all external events 

▪ upskilling hiring managers on how to hire inclusively  

▪ increasing the number of diverse interview panellists  

▪ targeting black candidates as our black representation at all levels is low e.g., 
we have committed to taking part in the 10,000 Black Interns initiative which 
is due to commence summer 2022. 

- Women and family health and wellbeing – specifically on educating colleagues and line 
managers on the menopause, fertility treatment support, child loss and miscarriage support 
as well as caring and parenting support. 

- Family and career coaching - we plan to introduce family and career coaching for all 
colleagues returning from an extended period of leave, to include maternity, shared parental 
and long-term sick leave.   

 
Wiggin 
What innovative and impactful D&I activities have you undertaken to advance diversity and how 
do you measure success?  

We want Wiggin to be an inclusive, safe and inspiring workplace, committed to providing equal 

opportunities and participation for all its people, and pro-actively tackling and eliminating 

discrimination.  

Equality, diversity, inclusion and participation (EDIP) is at the heart of our firm values – United, 

Responsible, Authentic, Visionary and Excellent.  EDIP runs through how we view those values, 

which are published on our website.   

We have also incorporated our EDIP values in a set of EDIP principles, which we have also published 

on our website. These principles set forth the foundation for what: 

• anybody coming into contact with Wiggin can expect from everyone at the firm; 

• Wiggin expects of all its people; and what 

• Wiggin will do to encourage, support and, if necessary, enforce the Principles 

We have established an EDIP steering group, to help drive forward the firm’s EDIP agenda. 

We are proud of our affinity groups, which act as support networks and also representative voices 

on crucial issues.   

We have an LGBT+ Network (Pride of Wiggin) whose mission is to ensure that Wiggin is a supportive 

and inclusive employer that LGBT+ individuals want to work for.  

FY21 

https://www.wiggin.co.uk/about-us/our-values/
https://www.wiggin.co.uk/app/uploads/2021/02/EDIP-Statement-of-Principles.pdf
https://www.wiggin.co.uk/about-us/diversity-inclusion/
https://www.wiggin.co.uk/about-us/diversity-inclusion/lgbt-network/


 11 

Our ethnicity and cultural heritage people network group (Wigg-inc) was formed in 2020 to promote 

awareness and understanding of issues that aren’t often talked about. Wigg-inc helps to ensure 

there’s an inclusive framework within Wiggin which promotes a level playing field for all, whilst 

ensuring that Black, Asian and minority ethnic employees of the firm are given the support they 

need to be their authentic selves, and a platform to celebrate diversity.  

Our ‘Women of Wiggin’ affinity group (WOW) was established in 2021 to ensure female employees 

of the firm have a forum for support, guidance and to discuss issues, as well as providing a voice on 

important issues in the firm.  

We deliver mandatory EDIP training for all employees and Partners to help raise awareness of the 

importance of diversity and inclusion.  

During the year, we have had educational and awareness sessions covering a wide range of issues, 

including overcoming gender stereotypes in the workplace, trans awareness, Black representation in 

the media, and neuro-diversity awareness.   

We partner with third party recruitment agencies who are as committed as we are to building a 

diverse workforce at Wiggin.  

We have also partnered with London based charity the Roundhouse, which is a hub of inspiration 

where artists and emerging talent create extraordinary work and where young people can grow 

creatively as individuals. We have had sessions where young artists, poets and singers have 

showcased their talents to Wiggin. So far, we have only been able to hold events remotely over 

Teams, but once conditions allow, we have plans to give a platform to artists and emerging talent at 

our firm social and marketing events.  

We have an active ‘Community’ outreach and volunteer group, and have been working with the 

charity, My Big Career, to set up volunteering partnerships with both Urswick School in London and 

the All Saints Academy in Cheltenham. My Big Career is a charity whose mission is to provide career 

guidance to young people from disadvantaged backgrounds and to break down barriers to social 

mobility. Through our school volunteering partnerships, Wiggin employees can volunteer their time 

to share their skills, knowledge and experience with young people preparing for life after school. 

Urswick School is a co-educational secondary school and sixth form located in the Hackney Central 

area of London. 60% of the students are on Free School Meals. All Saints Academy is a sponsor led 

academy and 20% of the students are on Free School Meals. 

What improvements are you planning for the next year? 
Diversity is a top priority for our Partnership Board. Our EDIP steering group will continue to focus 

on driving forward communication about EDIP issues, equal opportunity in recruitment and for 

employees at Wiggin, training, representation, accountability and social impact  

Plans for FY22 include building our Black, Asian and minority ethnic candidate pipeline, building 
support to help retention of female employees in senior positions, redrafting all our materials 
(internal and external) to ensure that they use inclusive language, and continuing to deliver a 
program of educational and thought-provoking workshops, lectures and webinars for all employees 
and Partners. We also intend to build on our partnership with the Roundhouse charity and our 
schools support through My Big Career. 
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CMS 
What innovative and impactful D&I activities have you undertaken to advance diversity and how 
do you measure success?  

In FY21, we have significantly improved our activities in the areas of Ethnic Diversity, Work Access, 

Gender and Mental Health and Wellbeing areas of D&I at CMS. We intend to continue building on 

these initiatives into FY22 as well as improving other focuses.  

Ethnic Diversity 

Representation of ethnic minorities has been our biggest challenge. For early talent acquisition, we 

have set a target of attracting 35% applications from applicants in ethnic minority groups by 2023, 

with the principle of ‘proportionality’ applying to the selection process thereafter, all the way through 

to offer stage, which should then result in 35% of our offers being to  candidates in an ethnic 

minority.  The target is specifically set at the beginning or attraction stage of the process, rather than 

at the end of the process, the offer stage. This mitigates the risk of positive discrimination. Our current 

offer rate is just below 30%. 

Open to all, our Employee Networks are doing fantastic work in helping push the diversity agenda 

forward, providing a platform to raise awareness and discussing relevant issues. In FY21, the CMS 

network for ethnic minorities organised a Discussion Forum Series. These events were open to all CMS 

staff, of every ethnic group, including fee earners and business support staff. The forum provided an 

opportunity for everyone to express their views, concerns and opinions on issues, including allyship 

inside and outside of the office, common fears and questions when addressing the topic of race in the 

workplace and the challenges of having open communication about D&I. 

CMS also created the “I am CMS” campaign which included profiles and views on inclusion from a 

selection of our colleagues who contribute to the diverse, dynamic and inclusive culture of our firm. 

We are proud how our D&I networks do not work in silos but embrace intersectionality. In FY21, the 

networks at CMS focused on ethnic minorities and also LGBT+ created an allyship guide for ethnic 

minorities which was shared firmwide.  

Fair Work Access 

A key principle in our D&I approach is ensuring all our lawyers have ‘fair and equal access to work’. 

Fair and equal access to work is the foundation for many areas such as performance and development, 

including promotion and ultimately reward and will be a key stepping stone to a fairer and more 

diverse workplace. We believe this will help across all our strands of diversity including ethnicity and 

gender diversity. 

Gender 

We are passionate about ensuring the promotion and advancement of women to the highest levels 

of the legal profession and at our own firm. In April 2021, women accounted for 43% of new partner 

promotions in the UK and 37% of new partners globally. Equally, we are determined to support our 

male colleagues getting a more balanced life so they can both flourish at work and at home with their 

families. 

CMS Women Network organise regular internal networking sessions and client events, each one 

focusing on a topical issue relevant to our aims or in response to an idea proposed and lead by our 
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members. A recent example includes a panel, ‘War of the worlds – home working, office working and 

the diversity agenda’, webinar. The panel included speakers from CBI, SSE, the Equality and Human 

Rights Commission and James Millar from workingdads.co.uk This event, hosted jointly by CMS 

Women and the CMS Employment team, examined the unintended consequences of the shift to home 

working from a gender perspective, employers’ strategies for office working and the impact that their 

future workplace model will have on gender equality.  

In FY21, CMS Women also commenced “Did You Know?”, a series to highlight and explore a range of 

topics which are pertinent to gender equality, unique in their effect on different genders, and/or are 

relevant to initiatives being spearheaded at CMS.  

Mental Health and Wellbeing 

CMS recognises that mental health in the workplace has never been more important, and in recent 

years we have introduced a number of mental health and wellbeing initiatives to support our people 

the best we can, and to promote an open culture around mental health.  

CMS has over 150 people trained in to be Wellbeing Ambassadors. They play an active role in 

promoting the firm’s wellbeing activities and signposting to the internal and external support 

resources. 

In FY21, the Inclusion Network’s Mental Health & Wellbeing Committee hosted a five-part roundtable 

discussion series from January to May focusing on various aspects of mental health and wellbeing. 

The employee led network also launched a buddy scheme and internal Kindness Awards in FY21 as 

well as set up three Microsoft Teams ‘teams’ to share ideas/resources for supporting mental health 

and wellbeing during COVID-19: 

1. Inclusion Networks’ Mental Health and Wellbeing – for wellbeing related chat, to share 

support and ideas, and to feedback ideas to the firm. 

2. “Home Alone” group, for those living alone or away from loved ones. 

3. Autism/Asperger’s/ADHD group – This is for anyone who would like to talk about or access 

support regarding the specific impact of lockdown for those with certain neurodiversity, 

including the parents/relatives of anyone with Autism/Asperger’s/ADHD. 

What improvements are you planning for the next year? 

To ensure progression of ethnic minority talent across the firm, we are planning to launch in FY22 a 

two-year pilot programme for senior associates in those groups, including an opportunity to access 

coaching and mentoring, and to work with a “sponsor partner”, with the aim of ensuring that these 

associates fulfil their potential at the firm. All sponsor partners will receive training to support them 

in this role.   

For FY22 we are also adding ethnicity pay gap reporting alongside gender for the first time, covering 

both employees and partners. 

In Q1 FY22 we will pilot a new approach to work allocation - a technology enabled transparent 

approach whereby lawyers can see and access all available work opportunities.   

To support our efforts for FY22, we are working with Microsoft on the development and adoption of 

the Teams D&I app. 
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Covington 
What innovative and impactful D&I activities have you undertaken to advance diversity and how 
do you measure success?  
 
Covington’s successes to date reflect our sustained commitment to diversity, equity, inclusion and 
belonging. We believe measurable change requires intentional focus and deliberate acts. 
Covington’s D&I Strategic Plan guides our D&I efforts, and we measure progress against three goals: 
(1) to incorporate D&I into firm leadership and practice group priorities; (2) to strengthen and 
expand client relationships through D&I initiatives; and (3) to develop, promote, and retain diverse 
attorneys at all levels.  
 
In FY21, Covington continued to make significant investments toward diversity recruiting, talent 
preparation and cultivation, fostering inclusion through affinity group programs, enhancing and 
expanding our programs to build our collective D&I fluency, and soliciting continuous feedback to 
inform future programs.  
 
Enhanced Training. We have broadened and enhanced our existing training programs to focus on 
the foundations of diversity, equity, inclusion, and belonging, identifying and addressing implicit 
bias, leading inclusively, and improving our understanding of lived experiences to better support the 
contributions of our diverse colleagues. We required all senior lawyers and staff leaders, 30% of the 
firm, to complete implicit bias training.. In addition, all senior lawyers with D&I roles have completed 
D&I foundations training. We are actively engaging practice and industry group leaders to offer D&I 
training within the groups they manage.  
 
Our Global Summit and Building Our D&I Fluency. In early May, we held Covington’s inaugural virtual 
Global Inclusion Summit, Covington Uncovered, to celebrate our diverse colleagues and promote a 
dialogue on allyship within our firm and broader communities. Over 600 Covington colleagues 
attended the Summit “live” and recordings were shared for those who could not attend. Covington 
Uncovered is a highpoint in a year-long conversation series on diversity, inclusion, allyship, and racial 
justice. FY21 program topics include building a racially just workplace, the struggle for racial equality, 
fighting anti-Asian racism, and important victories for women’s rights and the fight still to come.  
 
Inclusion and Mental Health. We have evolved the firm’s Mental Health & Wellness programs to 
address the impact of the pandemic, social and racial injustice, and remote work and school. Over 
the last year, we have provided 25+ programs to Covington employees to build mental health 
awareness and resilience. Notably, our Mental Health First Aider program trains designated 
members in all Covington offices to become first responders in providing support to firm employees 
who may experience mental health issues. This program has been found to be incredibly effective in 
improving mental health knowledge, destigmatizing attitudes, and increasing confidence in 
providing help to others.  
 
Recruiting, Talent Preparation, and Cultivation. Our virtual Diversity Summit in February 2021 
introduced potential summer associate candidates to the firm’s D&I efforts as well as Affinity group 
leaders. Our efforts yielded the most diverse summer associate class yet - women comprised more 
than 56% of our summer associate class, racial/ethnic minorities 49%, LGBT+ students 12%, and 
Veterans 6%.  
 
Affinity Groups. In response to feedback received from our lawyers and staff, we expanded existing 
firmwide affinity groups to be include both lawyers and staff across the firm. We view our affinity 
groups as critical in creating belonging and affiliation for underrepresented lawyers and staff. 
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Moreover, they are the carriers of the culture we aspire to have. In FY21, we have focused on 
equipping affinity group leaders with skills and resources to support programming and to share their 
experiences with their colleagues across the firm.  
 
Local Diversity Committees: We saw an increase in D&I activities in our diversity committees located 
in our offices in EMEA. Our London Diversity Committee, comprised of 50+ members, sponsored 
specific networks and programs throughout the year focused on women in leadership, disability and 
mental health, socioeconomic mobility, and increasing representation of LGBT+ and Multicultural 
lawyers. In addition, this year our London office welcomed our most diverse Vacation Scheme to 
date representing years of work through diverse pipeline cultivation.  
 
Continuous Feedback. Finally, it is essential for us to hear from our lawyers and staff and use their 
input to inform our programs and initiatives. Over the last year, we offered Covington lawyers and 
staff opportunities to engage in firm-wide D&I-focused town halls, listening sessions, and employee 
focus groups. These programs were new to the firm and created important spaces to have 
conversations about complex topics. After the employee focus groups, we implemented mandatory 
implicit bias training for senior lawyers and staff leaders and included staff in affinity groups. The 
success of these programs has resulted in plans for another series of employee focus groups in the 
coming months.  
 
What improvements are you planning for the next year? 
In FY22, we will continue to build on our FY21 efforts to strengthen our foundation and 
understanding of D&I topics, foster an inclusive work environment through our affinity group 
programs, and solicit feedback to inform our progress. In addition, we will focus on ensuring D&I is a 
priority for senior lawyers in our business and talent planning activities. Senior lawyers are required 
to include D&I goals in their practice or industry group business plans, partner commitments, and 
talent development planning.  
 
The virtual environment we have worked in for the past 18 months has and will continue to have 
downstream implications for how we work and how we strengthen connections with and across the 
firm. The retention of our associates including women, lawyers of color, and LGBT+ lawyers remains 
a firm priority and we are exploring opportunities to create an even more inclusive culture. This 
includes building more meaningful connections for new arrivals as well as laterals, strengthening our 
training programs, developing the habits of providing constructive and timely feedback to all 
associates including our diverse associates, and ensuring equal access to the opportunities that build 
and demonstrate inclusive leadership skills.  
 
Looking forward, we remain committed to diversity, equity, inclusion, and belonging as core 
elements of who we are as a firm. We welcome opportunities to partner with Microsoft to advance 
our collective goals throughout the legal profession.  
 

Osborne Clarke 
What innovative and impactful D&I activities have you undertaken to advance diversity and how 
do you measure success?  

Governance 

We have put a number of initiatives in place to improve diverse representation at Osborne Clarke this year. We 
have recruited a Head of Inclusion and Corporate Responsibility who has shaped our approach and set up a 
framework to implement our D&I strategy. We have recruited senior level Diversity Champions, who are 
Partners and Business Services leaders, in six diversity pillars and set up the Diversity Champions Forum, which 
is chaired by a member of our Executive Board. These champions lead working groups and networks to 
implement their priorities.  
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We have a speaker series, in partnership with TLC Lions where we are encouraging difficult conversations about 
race, gender issues, LGBT+ topics and others to help our colleagues gain a better understanding of each other 
and be good allies.  

Our 2022 targets are: Gender: 30% female partners, Ethnicity: 8% (Partners), 13% (all firm) LGBT: 6% (all firm) 
Disability: 8% (all firm).  

We published our Gender and Ethnicity Pay Gap report along with partner promotion data in April. The firm has 
developed a Gender Action Plan and Race Action Plan to close the gap, which has remained steady in recent 
years. Our Gender and Ethnicity Pay Gap Report can be seen here. 

Recruitment 

We have conducted an external review of our recruitment practices to give us recommendations on actions we 
can take to increase diversity in our population. This review was completed earlier this year and we are currently 
in the process of implementing all the recommendations in 2022, including additional training for our HR teams, 
and new training for all hiring managers. 

We use RARE contextual recruitment: A system which puts candidate’s achievements in context, promoting 
social diversity. Approximately 12% of training contracts in 2020 were given to students who may not have been 
invited to interview were it not for the tool. 

We offer a variety of apprenticeships (solicitor and non-legal), which allow us to create alternative routes to 
working with us. We have taken on 22 apprentices since 2015, 18% of whom were black, Asian or minority ethnic 
and 68% female. 

We have developed our first schools programme 'The Bridge' where we work with schools, with high levels of 
disadvantaged students and local to our offices, over a long term period to provide career insight and 
development;  mentoring, and a diverse pipeline for our recruitment.  

Development 

We have a yearlong programme including individual coaching and workshops for senior associate female 
lawyers. 50% of the 2017 cohort and 21% from the 2018 cohort have already been promoted. This year we are 
piloting opening this programme up to all our people and especially minorities in OC by creating mentoring pods 
supported by our diversity networks. 

We are signatories of the Mindful Business Charter, a collaboration (initially) between leading banks and law 
firms committed to driving change in how we work. We have a network of around 100 mental health champions 
and first aiders who support our people day to day. 

We're part of a cross-firm scheme – Project Rise - initiated by the Law Society of England and Wales’ Lawyers 
with Disabilities Division (LDD) that seeks encourage more part-time qualifying opportunities to be offered as a 
matter of course in the legal sector. 

Clients 

Using internal survey data, we provide clients with a breakdown of teams working on their matters covering 
gender, ethnicity, social diversity and LGBT+. 

We run collaboration sessions with clients to discuss diversity and share ideas. We've co-hosted a number of 
CSR days with clients to support charitable or local community causes. 

Diversity Networks 

Our Gender network hosts various events and initiatives. From mentoring, to sponsoring a female only GC 
roundtable and a female ‘rising star’ networking event. It’s currently working to make recommendations to 
improve female progression in one our practice groups. 

The acronym of race, ethnicity and cultural heritage makes up our newly named ethnicity network, OC REACH. 
In 2020 it hosted a series of virtual firm wide events including an engagement week and events to talk about 
race. We hosted an excellent speaker in Lady Phyll, who talked to us about her experience as a black LGBT 
woman and setting up Black Pride and exploring the issues of race at the firm. We also hosted an event with 
historian David Olusoga, to talk to us about black history. In 2021 the network is piloting a reverse mentoring 
programme for 24 leaders to increase their awareness of race and cultural issues. We are now rolling this reverse 
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mentoring programme out to all of our diversity networks. The network is also leading in a pilot of a 
development programme for minorities through group mentoring.  

We have a mentoring and work experience scheme for young people from ethnically diverse backgrounds 
interested in law. Five people were mentored on this scheme in 2018 (this led to a training contract offer). Nine 
students have taken part in the scheme in 2019 and the aim is for 22 students in this year's cohort. 

To support with educating our people, we published anti-racism and racial equality resources for colleagues. 

We are offering a number paid work experience opportunities through #10,000BlackInterns.  

We have published our Race Statement, which can be found here and includes a high level overview of our 
action plan. 

We have taken part in the Stonewall Workplace Equality Index submission. This has given us a framework to 
make improvements, including making our policies more inclusive for LGBT+ colleagues. 

For LGBT History Month our Pride network ran a host of events and information sharing. For Pride season this 
year we have another programme of events and activities including client events. OC Pride regularly publishes 
blogs and information on external observation days such as lesbian visibility day and IDAHOBIT. 

A new social mobility network, OC Social Diversity, was launched in late 2020 to complement the outreach work. 
We have been taking part in the Social Mobility Index for the second time this year, and have improved our 
ranking by 33 places to become a top 75 company with a rank of 48. Our aim is to make improvements based 
on our feedback report to make further improvements. 

The OC Social Diversity network has collaborated with STRIVE to run a series of “Fireside Chats” with future 
lawyers over the coming months. STRIVE is an organisation working with talented students from all backgrounds 
to help increase diversity in the legal profession and ensure there is an equal playing field. 

We participated in upReach's Assessed Virtual Internship Programme, a social mobility initiative that supports 
graduates from less-advantaged backgrounds - OC received the upReach Volunteer Award for its outstanding 
commitment and dedication. 

We have been focusing on Age and it's being seen as an area which intersects with other strands. For example, 
tackling retirement planning (mind & body); menopause (gender). 

We have established a new Mind and Body network that works on the four pillars of neurodiversity, mental 
health, general wellbeing and physical disability. 

What improvements are you planning for the next year? 

In FY22 we will continue to implement our diversity strategy after reviewing it this year. We will continue to 
support our diversity strands and implement activities and initiatives to support diversity and wellbeing, starting 
with additional investment in our data analysis capabilities.  

We will be implementing the recommendations of our external review of recruitment practices, to ensure that 
we are more inclusive in our recruitment and we increase the proportion of people from diverse backgrounds 
and characteristics in our firm.  

We will be implementing our gender action plan, with steps to reduce the gender pay gap and increase 
representation of women in senior roles. Through our  Race Action Plan we will continue to work to increase 
representation of Black, Asian and Minority Ethnic communities at the firm. 

We will widen our reverse mentoring programme to cover all diversity strands to include more senior leaders to 
ensure they have a better understanding of the experience of minorities and are good allies to them.  

We will be expanding our development programme, OC Careers, to focus on underrepresented groups in 
leadership, giving them access to skills development and mentoring to help in their progression to more senior 
roles in our firm.  

We have a HR impact plan which includes a line manager capability programme, to give our line managers better 
skills to manager diverse teams and to help them to progress their careers.  

We will also be completing our review of our reward strategy to ensure that it is fair, transparent and consistent, 
and supports our diversity and inclusion aspirations.  
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PWF 
What innovative and impactful D&I activities have you undertaken to advance diversity and how 
do you measure success?  
Whilst PWF has always considered itself a fair and open company to apply to and work for, diversity 
and inclusion has been a topic much more specifically looked at in FY21. This has encompassed: 

• Including D&I as a specific agenda item in our monthly board meetings amongst the 
shareholders of the firm.  

• D&I has also been a specific agenda item for discussion amongst the wider group of (non-
shareholder) partners of the firm in our bi-monthly partners meetings.  

• We have also invited all members of staff (fee earners and non-fee-earners) to assist our 
D&I lead (David Roberts) in progressing D&I matters. These discussions have been very 
useful in gathering information from all parts of PWF and for generating ideas of how we 
can improve D&I within the firm.  

• Reviewing diversity metrics within the firm to see where we can improve. We noted a 
gender and ethnicity imbalance, which we are now working to improve.  

• PWF’s latest recruitment in FY21 has been diverse. Two out of three of our latest recruits 
have been diverse in terms of gender and ethnicity, which will feed in to increased diversity 
across the firm over time.  

PWF is a very active (founder) member of IP Inclusive (https://ipinclusive.org.uk/). IP Inclusive is an 
organisation within the UK IP profession which aims to drive improvements in D&I through 
collaboration. PWF’s FY21 activities include: 

• David Roberts and our Leeds office manager Stephanie Oates have been sitting on the IP 
Inclusive think tank, which meets quarterly to discuss D&I issues within the profession and 
to devise ideas for future actions.  

• Monitoring dates for other events such as Women in IP and IP Futures event (aimed at new 
starters in the profession), and organising attendance.  

• IP Inclusive is currently fundraising (so that it can amongst other things employ a full-time 
member of staff), and PWF have donated at the highest suggested level. Currently, our plan 
is to donate annually.  

What improvements are you planning for the next year? 

We are planning to: 

• Build on our active participation in IP Inclusive.  

• Try make a career in IP more accessible to minority groups, with a view to 
improving social mobility. Ideas currently being discussed include: 

o  giving talks in schools 
o work experience days 
o internships.  

▪ Look at ways in which we can improve our website to make a career in IP look 
attractive to those who may otherwise not consider it.  

▪ Continue feeding our D&I policy into any recruitment that takes place in FY22, and 
beyond.  
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