
Dear Managing Partners, Senior Partners, and Chairs

With a severe economic contraction forecast in the United Kingdom because of the unprecedented COVID-19 
pandemic, law firms are taking a number of steps to prepare. The majority of firms have deferred or reduced 
partner distributions. Most are also taking steps impacting the wider workforce – using the Government Furlough 
scheme, implementing four day working weeks (with commensurate 20% reductions in salary), and implementing 
general salary reductions for staff. The redundancy programmes now being announced are unlikely to be the last.  

This is occurring alongside the disproportionate social and economic impact the pandemic is having on members 
of protected categories including women, racial and ethnic minorities, LGBT+ and disabled communities. Added to 
this, there is a heightened focus on inequality in our society and institutions with the Black Lives Matter civil rights 
movement gaining important momentum.   

We understand that management steps need to be taken in response to the economic impact of the pandemic.  
When considering such steps, we strongly recommend that law firms keep their moral, ethical and legal 
obligations (including those under the Equality Act 2010) at the forefront of their planning to ensure that protected 
groups/classes are not disproportionately impacted.  

Best practice in this regard should include every step being assessed for disparate impact on these groups. HR, 
D&I  teams, and/or consultants should be an integral part of the formulation and implementation of changes. 
Specific equality assessments should be undertaken, with a detailed breakdown of staff categorisations, so that 
management can understand and avoid unintended outcomes in respect of equality and diversity at every stage 
of the process. Firms should also include additional characteristics in those breakdowns where information is 
known (for example regarding social mobility markers) and be mindful that those with multiple protected 
characteristics may require special consideration.

Law firms have an opportunity now to re-affirm their commitments to diversity, inclusion and culture. Our hope is 
that the legal sector can exit this pandemic with a stronger and more inclusive pool of talent.  

Yours sincerely
InterLaw Diversity Forum’s Apollo Leadership Institute
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