
a roadmap for law firms
building an I&D strategy
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There is wide agreement among global business leaders around the benefits of a robust inclusion 
and diversity (I&D) strategy. In terms of revenue alone, the evidence consistently shows that the 

most diverse organisations regularly outperform their peers.

Building an authentic I&D strategy requires an approach that
is specific to each law firm. No two organisations can or should 
express such a strategy in exactly the same way, especially if it is 
properly integrated with a firm's underlying mission and values. 

Different cultural contexts, regulatory requirements and business 
priorities can all affect the speed and direction of I&D progress.

Assess your current I&D position. What's missing from 
your current strategy, and what's already there that could 
be improved? If you don't have a policy framework in 
place, make arrangements for an informal roundtable at 
which a representative cross-section of team members 
can discuss how one could be built (or, if one exists, built 
upon). Appoint someone to lead these conversations in
a structured way, ensuring that everyone has a say,
and make them a regular feature.

That is to say, it's not a race — but it is crucial to build a strategy
that lasts. 

Doing so requires merging I&D strategy with business objectives 
so that the two are inseparable. This guide will set out a roadmap 
that law firms, no matter where they are on their journey, can check 
against their progress and adjust their strategy accordingly. 

However you decide to implement your I&D strategy, everyone in the 
firm should feel empowered in the process of contributing to an 
I&D strategy, and that it is led with enthusiasm, authority and 
accountability by senior leadership. A diverse and inclusive law 
firm is both a better place to work and a more attractive prospect
for the best talent. 

Start talking about it

02Review the
business strategy
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Positively enforcing I&D progress must be a collective 
effort. Perhaps the most obvious method of installing it is by 
integrating aspiring, difference-making KPIs for lawyers 
with managerial responsibility — from, say, interviewing a 
minimum number of women for roles per year to investing a 
certain number of hours into building career-development 
opportunities for lawyers in under-represented groups. 
Whatever the approach, I&D execution must not be seen 
as the sole responsibility of HR or a specific department.

Getting the word out about your I&D stance — by, for 
example, publishing a report or a similar piece of industry 
thought leadership — is not only a statement of intent,
but it will resonate with prospective clients hiring and 
spending according to their I&D principles, or talented 
individuals considering where they would like to work. 
Outlining your I&D progress transparently can only help 
communicate the substance of your firm's values.

Agree on
accountability metrics

Communicate your values

Discover more valuable resources from Multilaw's content hub 

05Consult organisations
with I&D expertise

Formalising I&D discussions successfully requires a
policy framework that addresses every area of the firm's 
operations, from personal development to environmental 
sustainability. Build on a firm's existing values to set the tone 
in a way that resonates organisation-wide. Setting KPIs, and 
making senior partners answerable to them, is also essential 
to creating accountability. To implement this effectively 
requires leadership from someone with enough authority
to inspire colleagues and drive change. 

Build your governance
framework

Companies scoring in the top quartile for gender diversity in their 
executive teams were 25% more likely to post above-average 
profits than rivals in the bottom quartile (                )

Apart from being the right thing to do, recruiting, retaining and 
supporting lawyers regardless of age, gender, ethnicity, sexual 
orientation or physical abilities instills confidence in clients that 
your values as a law firm align with theirs.

When assessing an offer
of employment, more than
60% of women examine the 
diversity of a company's 
leadership team (        )

Inclusive teams working in 
highly diverse environments 
can experience performance 
improvements of nearly a
third (             )

About four-fifths of employees at 
companies with mature I&D policies 
report stable or increased levels of 
employee engagement compared 
with 43% at companies with no
such policies (                 )

https://www.pwc.co.uk/human-resource-services/assets/documents/diversity-and-inclusion-reputation-2017.pdf

https://www.accenture.com/us-en/insights/software-platforms/inclusion-diversity-core-business-strategies

https://psycnet.apa.org/buy/2016-43598-001

https://hbr.org/2021/05/5-strategies-to-infuse-di-into-your-organization

https://pages.workbuzz.com/hubfs/The-State-of-Employee-Engagement-2021-WorkBuzz.pdf

https://www.momentive.ai/en/blog/dei-key-to-retaining-employees/

https://www.glassdoor.com/blog/glassdoors-diversity-and-inclusion-workplace-survey/

Inclusion & diversity strategies are simply about trying to 
ensure that each individual genuinely has equal opportunities 
and feels welcomed as they are. These strategies are rightly 

at the forefront for law firms and clients alike.

JOANNE VENGADESAN, PENNINGTONS MANCHES COOPER, UK
CHAIR, MULTILAW INCLUSION & DIVERSITY COMMITTEE

https://www.linkedin.com/in/joannevengadesan/?originalSubdomain=uk

https://www.multilaw.com/Multilaw/Content_Hub.aspx

https://www.mckinsey.com/featured-insights/diversity-and-inclusion/diversity-wins-how-inclusion-matters

https://www.americanbar.org/groups/litigation/publications/litigation_journal/2019-20/spring/why-diversity-matters-the-selection-and-engagement-outside-counsel-inhouse-counsels-perspective/


