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FOREWORD
DAMMY SOKALE
TRAINEE SOLICITOR, HERBERT SMITH FREEHILLS

“

After the death of George Floyd, I was
distraught. It was not the first time I had
witnessed or experienced the very real
impact of systemic racism. Yet, it shook me
to the core and I am sure many people can
relate to this feeling. It had a global impact
and brought topics such as racism and
discrimination to the forefront of many
people’s minds and became a focal point
for many organisations.

However, having some of these conversations about
race in the workplace felt very uncomfortable. I was
part of a conference call with representatives from
each of the other NOTICED member firms and the Law
Society and this issue became a key aspect of the
discussion. It was clear that this feeling of discomfort
when topics pertaining to race came up was a shared
experience. Throughout the discussions, it was
apparent that we all thought having conversations
about race was very important, but the question was:
how could we go about making it easier for these
conversations to happen?
This is how the idea for the toolkit came about. We
wanted a tangible solution to this problem – something
practical that could equip people, build confidence and
be used to make conversations a little easier.
After agreeing on our goals, then the hard work really
began. It turns out putting together a toolkit on “how
to talk about race” in the workplace is actually really
challenging! It is a huge topic. To begin leading the
project, I organised the process into four key phases
that began with outlining the scope of our task, then
writing and reviewing the toolkit before finally seeking
approvals from our member firms.

I was blown away by how many people were willing
and keen to help out. We initially had a team of thirteen
people at Herbert Smith Freehills feeding into the first
draft. With massive thanks to Corinna Cherrie,
Dan Eziefula, Erica Li, Harriet Edwards,
Mariela d’Escriván-Nott, Marvin Fihosy, Neetu Sawhney,
Nic Patmore, Ranil Goonetilleke, Stefanie Lo, Tadé Bola,
Tina Tse and Vrinda Vinayak for all their hard work.
This was then fed into, revised, finalised and approved
by representatives of each of the NOTICED member
firms, several BAME committees and Diversity and
Inclusion teams. I would like to thank every individual
who was involved in this, all of whom have invested a
huge amount of time and energy into its creation. This
toolkit is a great example of having a shared goal and
collaborating to achieve it.
Everyone’s experience is different – and the
overarching end goal of being actively anti-racist is
a lifelong journey and cannot be captured in one
document. However, I hope this toolkit will help you
to start having more conversations about race in
the workplace.

INTRODUCTION
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INTRODUCTION

What do we want to address in this toolkit?
The topic of having effective conversations about race
in the workplace has been on the agenda for a long
time. Yet, the dial has not shifted. This is long overdue.
We do not think that this is a ‘one-off’ concern. From
conversations we have had with senior management,
partners and representatives of the diversity and
inclusion teams amongst our member firms, people are
still worried about having meaningful conversations
about how to deal with race in the workplace.
The purpose of this toolkit is to provide law firms,
whether in the City or otherwise, with a simple
resource which they can draw upon to have effective
conversations on a range of issues relating to race.
It is not the answer, but hopefully it can help to
address the problem.
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In this toolkit, we specifically address the
following key issues:
•

Dealing with micro-aggressions

•

Being an effective ally

•

Having effective conversations about race
in the workplace

•

Practical solutions for law firms

Why does this matter?
Having effective conversations about race in the
workplace is part of fostering an open, inclusive and
collaborative culture.
But it is more than that. It is also about getting the
most out of your employees. A McKinsey & Company
study found that companies in the top quartile of racial
and cultural diversity outperformed those in the
bottom quartile by 36% in profitability.1

The good news is that things have started to change, at
least in terms of the proportion of employees that are
racially and culturally diverse. A recent study
conducted by the Solicitors Regulation Authority
showed that 21% of lawyers working in law firms are
from non-White European backgrounds. 2 However,
attracting racially and culturally diverse employees is
only part of the issue. You need to establish a
workplace where employees can have effective
conversations about race. In our view, that will drive
wider change around how firms attract, develop and
retain racially and culturally diverse talent.
Given the increased focus in society on racial and
cultural diversity, there is a real chance to make
meaningful change in the legal industry. We think firms
that miss this opportunity will be left behind. Clients
are talking about the issue. In fact, clients are scoring
law firms on how diverse they are, using a range of
metrics. This applies both for long-term panel pitches
and one-off instructions. It will become increasingly
important for law firms to buy into this or risk
losing out.

https://www.mckinsey.com/~/media/mckinsey/featured%20insights/diversity%20and%20inclusion/diversity%20wins%20how%20inclusion%20matters/diversity-wins-how-inclusion-matters-vf.pdf
https://www.sra.org.uk/sra/equality-diversity/key-findings/diverse-legal-profession/

TERMINOLOGY
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TERMINOLOGY
A word on terminology
Before we go on to address the issues, a word on terminology. In this toolkit, you will see reference to a range of terms.
We have explained what we think they mean below but those meanings can vary. Some people may also be more sensitive
about some terms than others.
•

Allyship – the act of supporting a cause which you
are not necessarily (or obviously) aligned with in a
visible and active way

•

Ethnicity – a social group whose members share a
common racial, cultural, national (including
language) and/or religious heritage

•

Black, Asian and Minority Ethnic (‘BAME’) – it is
not right to generalise that all people from racial
and ethnic minority backgrounds experience the
same issues. They experience the world in different
ways from each other and are not a single,
homogeneous group. This is something to be
aware of when you are having these conversations.
In this guidance we use the term ‘ethnic minorities’.
However, it is important to note that there is not
necessarily one correct or collectively agreed upon
term, and it is instead best practice for
organisations to refer to specific ethnic groups
where possible e.g. ‘Black’, ‘Indian’, ‘Chinese’ etc.

•

Micro-aggression – common and everyday
sayings or implications (whether intentional or
otherwise) which place undue (and often indirect)
focus on a characteristic or trait of a person

•

Privilege – an unearned benefit which is gained by
an individual or group due to factors outside of
their control, e.g. race or gender

•

Race – a group/form of categorisation focused on
shared physical or social characteristics or traits

6

Events of 2020 have shone a spotlight on the difficult and
trying experiences that those of an ethnic minority
background still face and our industry is no exception to
this. It’s clearer than ever, that not being overtly racist or
offensive is no longer enough. It is now incumbent on all of
us to be actively anti-racist. This takes a different mindset
and requires us to face issues head-on where once we might
have shied away from them. Hopefully, this toolkit goes
some way to help enable those conversations. It doesn’t
have all the answers, nor could it, however, it’s a start and
one that we hope is practical, relevant and beneficial to
those who read it.
RAMESH PANI
Associate, Ashurst LLP and NOTICED Co-Chair

MICRO-AGGRESSIONS
• DEALING WITH MICRO-AGGRESSIONS
• HOW TO STOP MICRO-AGGRESSIONS

DEALING WITH MICRO-AGGRESSIONS
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DEALING WITH MICRO-AGGRESSIONS
We are now at a stage where people can
generally spot overt racism. For example,
the ‘n-word’, offensive generalisations and
stereotypes are aggressive and openly hostile
forms of racism. We hope and believe that for
the most part, people in the legal industry do
not stand for this anymore. This is a good start.
But it is not the end. Covert racism is
sneakier, harder to pinpoint and much harder
to call out. This is the category microaggressions fall into, and many people from
ethnic minorities experience them daily.

Exploring micro-aggressions in more detail
We introduced the idea of a ‘micro-aggression’ above.
This definition is important.
On their own, micro-aggressions may not seem like
much, and they can be easy to brush off in isolation –
but the cumulative effect of brushing off multiple
micro-aggressions, every day for a lifetime, can be
draining, demoralising and disheartening.
An example of a micro-aggression could be saying
to a black person, “you speak so well” or “you don’t
sound black”. It demonstrates that the person
holds preconceived stereotypes of what a black
person should sound like (i.e. not well spoken).
Other examples of micro-aggressions include:

“Where are you from? No, where
are you *really* from?”
Why it’s a micro-aggression: Asking someone where
it is they “really” come from can be jarring as it can
often imply that the person is yet to return home,
or that they do not belong in that country. It implies

that they’re a second-class citizen/resident. Consider
rephrasing the question to ask about someone’s
heritage or cultural ancestry instead. Also, do not
push to find out the details of someone’s ethnicity
or cultural upbringing if they show signs that they
are uncomfortable with the question or if they do
not give you an answer that you are expecting.

“You are so articulate.” OR
“You are a credit to your race.”
Why it’s a micro-aggression: This implies
that it is unusual for someone of a different
race to be intelligent and/or well-spoken.

“I don’t even think of you as
*Black / Asian / Hispanic* etc.”
Why it’s a micro-aggression: What these types
of comments are really saying is that “you are
not like the stereotypes I have in my head”. It also
suggests that another Black / Asian / Hispanic
person may somehow be less desirable or that
the person being spoken to is seen as ‘less than’
because they don’t meet those stereotypes.

DEALING WITH MICRO-AGGRESSIONS

9

03
MICRO-AGGRESSIONS
DEALING WITH MICRO-AGGRESSIONS CONTINUED
Even though probably well intentioned, it means
that the speaker is choosing to ignore a significant
part of another person’s identity. It really begs the
questions: How do you see me? And why? And what’s
wrong with other Black / Asian / Hispanic people? In
certain situations, it can also make people feel less
‘worthy’ if they do not meet up to those stereotypes.
Certain traits which are stereotypically associated
with certain racial groups (such as sports/intellect)
are desirable, so not fulfilling those stereotypes is also
often a source of comment that can be offensive.

“Can I just call you… Jane?”
Why it’s a micro-aggression: We have all met
someone with a name you might feel nervous
pronouncing but when you choose to abbreviate a
name or call them something different without
permission, what you are really doing is erasing a
significant part of their identity and being
disrespectful, for the sake of convenience. If you are
struggling to pronounce someone’s first or last name,
do not shorten it or give them a nickname without their
express permission or invitation to do so. Instead, ask
them politely how they pronounce/spell their name
and really listen and make the effort to say it correctly.

“As a woman, I know what you go through as a
racial minority.”
Why it’s a micro-aggression: While women do face
oppression, implying that racial oppression and gender
oppression are the same is inaccurate. These sorts of
statements suggest that there are no differences
between the two and denies the different experiences
of people from ethnic minorities and women. It often
also ignores the intersectionality of the experience
of women of colour who often experience a
combined prejudice.

“I don’t see colour.”
Why it’s a micro-aggression: Aside from just being
untrue, a statement like this ignores a significant part of
another person’s identity to maintain the speaker’s
comfort. It’s a privilege to not have to think about one’s
own race and how it impacts their life. It’s often said as
a defence when a person is being challenged but it’s
dismissive and moves focus away from impact, onto
intention. Also, the act of ‘colour blindness’ often
denies the fact that we all have unconscious biases to
do with race that we need to examine and resolve.

10

When I was younger and someone would say to me, “you speak
very good English,” I thought it was a compliment. Likewise,
when people would give me nicknames before even attempting
to say my first name, I thought it was a sign of friendship. As I
got older, I noticed that many of my friends at school / university
or colleagues at work didn’t receive the same comment (despite
speaking as well) or were not given a nickname straight off the
bat. That was when I realised that it wasn’t a compliment I was
being given or an extension of friendship, but it was because
of my race and ethnicity that I was being treated differently.
This was not conscious, nor out of malice, but is a microaggression. The examples of micro-aggressions addressed in
this toolkit really resonate with me, as I have experienced many
of them, on numerous occasions, including in the workplace.
RUPALI SHARMA
Associate, Stephenson Harwood

HOW TO STOP MICRO-AGGRESSIONS?
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HOW TO STOP MICRO-AGGRESSIONS
So, what can you do to avoid hurting or angering someone with a micro-aggression?

STOP, DROP AND ROLL.

1.

2.

3.

STOP

DROP

ROLL

and consider the context of the situation, what
you’re about to say or do and the potential
impact on the recipient.

your defences. Getting defensive (“I can’t
believe you’re saying I’m racist!”) or turning
the tables (“You’re too sensitive”) only fans
the flames of the harm. Try and listen to what
the other person is saying with the
understanding that you may have
offended them.

with change. If you’re called out for a
micro-aggression, and feel embarrassed about
something you said, that’s evidence of a healthy
conscience — the fact that you care that you
caused someone else pain is the important part.
It’s not easy for anyone to make adjustments to
how they may have always thought, spoken or
behaved. But being adaptable is good, especially
when it comes to sharing spaces with people
from ethnic minorities who have likely had to
adjust how they show up in the world on a daily
basis, sometimes just to survive.

In other words, hear, understand and try to do better next time.
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These are challenging times for all of us, and in many
cases recent events have had a disproportionate
impact on those from an ethnic minority background.
It continues to be critical that we make efforts to
acknowledge what is happening and initiate open
discussions regarding race in the workplace. This guidance
will hopefully help to facilitate those discussions.
JUSTIN TARKA
Of Counsel, Ogletree Deakins International LLP

HOW TO...
• BE AN EFFECTIVE ALLY
• START CONVERSATIONS ABOUT RACE IN THE WORKPLACE
• RESPOND TO COMMON RACIST STATEMENTS OR ACTIONS

HOW TO BE AN EFFECTIVE ALLY

14

04
HOW TO BE AN EFFECTIVE ALLY

Allyship is important. It comes in different forms.
For instance, optical allyship is allyship that only
serves at the surface level. It begins and ends at
surface-level statements of support and
performative solidarity. It is usually not aimed at
being a catalyst for change or breaking away from
the systems of power that oppress.

Examples of action taken by effective allies include the following:
•

Standing with a community and taking action to support that group

•

Continuing to support the community even after the initial attention and
focus has died down (i.e. following a significant news event, or a particular
commemorative period)

An example of optical allyship is a person sharing posts
on social media about Black Lives Matter but then not
taking any actions to support the cause. That’s not
enough, and is not going to drive meaningful change.

•

Being proactive in your research and learning and not relying on those
that are affected to educate you

•

Speaking out when you see something going on that is not right

Instead, we need effective allies who are willing to take
the mantle. Drive real change. Stand with people from
ethnic minorities. Importantly, you do not need to be an
ethnic minority to be an effective ally – anyone can take
that role.

•

Supporting others when they come to you with concerns

•

Recognising your own privilege and understanding how it has benefited you

•

Donating to anti-racist charitable organisations and funds

The key is to take consistent action with the overall goal of
moving towards being actively anti-racist.
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One of the first steps to being an effective ally is taking the
time to speak and listen with colleagues about their experiences
and any issues they may face being from an ethnic minority
background. The information contained in the toolkit is a
great step in encouraging such conversations to be had on a
hopefully more equal footing. It is important to remember that
even small steps such as starting a dialogue on or empathising
with our colleagues’ situations can have a huge impact.
NICOLLE ODUTOYE
Associate, Reed Smith and NOTICED Committee Secretary

HOW TO START CONVERSATIONS ABOUT RACE IN THE WORKPLACE
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HOW TO START CONVERSATIONS
ABOUT RACE IN THE WORKPLACE
Starting a conversation about race in any
scenario is not easy – whether you are from
an ethnic minority community or not. The
underlying principle of how you approach
this remains the same. This is an important
topic that employees (and clients) now
expect to be addressed and requires steps
to be taken to normalise the conversation.

Underlying principles of holding a healthy conversation are outlined below.
Remember there is no wrong or right way to start a conversation – the main thing is initiating the dialogue.

1. Respect: We need to be respectful to
both the topic and of each other.

2. Recognise: Being aware that you will not have

all the answers and that the conversation may be
uncomfortable. Hold conversations in a ‘safe space’ to
encourage open dialogue without fear of reprisal.

3. Listen: We need to have an open mind when entering
conversations; each person’s experience is different.

4. Question: Ask open questions so you get

a better understanding of the person’s situation
or experience, but remember that the person
you are speaking to is not obliged to answer
your questions and may not wish to do so.

5. Awareness: “BAME” and “ethnic minority” are

terms that include a broad spectrum of people. The
issues for one group do not apply to all so be mindful
of this when approaching conversations. Consider
people’s cultures and religions and use any celebrations
as opportunities to have wider conversations.

6. Appreciate: Everyone will have differing

viewpoints and that an individual’s experiences will
bring a diversity to the conversation. Even if you are
still from an ethnic minority community, there are still
always other viewpoints to learn from so it is important
not to think you have all the answers or stories.

7. Research: You will not have all the answers

so educate yourself and learn through networks
and forums and accessing educational material.

8. Accept: Acknowledging and accepting your own

position of privilege and the benefits that you have been
afforded is an important starting point. This can apply to
everyone, including people from ethnic minority groups.

9. Change: We all have prejudices and implicit
biases regardless of our ethnic group – so we
all need to be able to recognise this and take
steps forward to acknowledge and change.

HOW TO RESPOND TO COMMON RACIST STATEMENTS OR ACTIONS
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HOW TO RESPOND TO
COMMON RACIST STATEMENTS OR ACTIONS

Standing up to racist behaviour or any type of prejudice can be challenging – but it is by educating individuals that we can stop racist behaviour.

1. Address the comments: Address the

comments at the time that they are made if it’s safe and
appropriate to do so, and you should try not to be
confrontational. You can also address them separately
with the speaker in private. Either way, you should always
check that anyone who may have been affected by the
comment is okay.

2. Question: Ask the person questions to understand
why they have made a racist comment or acted in a
particular way.

3. Explain and educate: Once you have heard

the person’s reasoning, explain how their comments are
offensive and how they make you feel as an individual.

4. Escalate: If the comments made by the person are

serious, you should consider escalating the issue by
reporting it to a line manager or a member of HR. In the
case where the comments were directed at a particular
person, you should check how that person is, how they
want to proceed and if they are comfortable with the
proposed escalation.

18

People can be uncomfortable about having conversations
about race in the workplace. However, given the events
of 2020, that is not a sustainable position. Hopefully, this
toolkit will mean that people understand the importance
of having such conversations, and it can serve as a useful
and practical resource for those seeking to learn more.
NIC PATMORE
Senior Associate, Herbert Smith Freehills LLP
Co-Chair, Herbert Smith Freehills London
Multiculturalism Network

Talking about race is uncomfortable, which means that
it is often easier to avoid or ignore the debate. If we are
to move forward and really tackle racial inequality in the
workplace then it is vital that we embrace the discomfort
and understand the role that we each play in shaping
change. This guide is a collaborative effort and through
collaboration we can share best practice, knowledge
and solutions that help us to become more confident in
talking openly about race in a more meaningful way.
RAMEZ MOUSSA
Multicultural Partner Champion, Squire Patton Boggs

SOLUTIONS AND TANGIBLE
STEPS LAW FIRMS CAN
TAKE TO IMPROVE
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SOLUTIONS AND TANGIBLE STEPS
LAW FIRMS CAN TAKE TO IMPROVE

Words backed by actions and tangible
change are the best way for firms to
demonstrate their commitment towards
increasing diversity and creating a culture
facilitating inclusion. We have set out some
tangible steps firms could consider to aid
the effectiveness of talking about race in
the workplace.

1. Data and Education
Ensure that your workforce learns about the issues and obstacles to overcome, both specifically within your firm
and in society at large. Conduct regular sensitivity and unconscious bias training for all employees of the firm,
with a particular focus on issues faced and how everyone must play a part in recognising and remedying them.
•

Gather data about retention and promotion of
people from ethnic minorities and break this down
into specific ethnic groups. Exit interviews can be
useful for this and to understand people’s
perceptions of your firm

•

Organise regular unconscious bias training for all
employees, even if this is done virtually. The idea is
to ingrain cultural sensitivity into the mind of every
employee so that it comes naturally

•

Have a clear zero-tolerance policy towards any
and all manifestations of racism (including
micro-aggressions)

•

Circulate appropriate guidance and materials
(including this toolkit!) to all employees regularly,
and provide the materials to every new joiner

21
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SOLUTIONS AND TANGIBLE STEPS
LAW FIRMS CAN TAKE TO IMPROVE

Internal diversity and inclusion
committees and networks that are well
resourced and supported by senior
individuals within the firm are an
important tool in developing an inclusive
culture where people feel comfortable to
have conversations about race.

2. Encouragement
Aim to set up committees and affinity networks for people from ethnic minority groups to join and
share their passions and culture, and actively encourage any efforts made by minority community
members to contribute to increasing diversity and inclusion in the workplace.
•

Encourage teams to have open conversations
for example, in team meetings, having a specific
slot on the agenda, perhaps after a diversity event
or during Black History Month or during a festival
that is celebrated by someone in the team, to talk
about that and encourage everyone to share
their thoughts

•

Provide budgets to fund committees
and initiatives

•

Consider establishing a mentorship programme
to pair junior employees with seniors from minority
backgrounds, to provide guidance to juniors in
navigating unique career-progression challenges

•

Encourage allies to be part of these networks by
joining the mailing list for the networks and also
taking an active role, e.g. attending and
contributing to meetings

•

Encourage employees (of all races) to draft short
written pieces/blog posts about their cultures
which will serve to spread better awareness of their
backgrounds/culture

22
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LAW FIRMS CAN TAKE TO IMPROVE

Sometimes it will be necessary for further
steps to be taken to resolve grievances. It is
important that firms have formal channels
and policies which apply to such scenarios,
and these options are communicated to
people within the firm.

3. Grievance Redressal
Firms should have formal grievance redressal mechanisms and policies where employees can raise their concerns
without fear of retaliation.
•

Set up a hotline for employees to log their
concerns (anonymously, if needed)

•

Consider establishing a separate mechanism
to address complaints of discrimination or
micro-aggression

•

Appoint ‘Diversity and Inclusion Champions’
in each team, who will receive special sensitivity
and counselling training, and will also be trained to
guide any complaints to the correct channels in
the firm

•

Create a dedicated hub on the firm’s Intranet with
information about what policies and mechanisms
are in place where an employee has a grievance

•

Follow due process and set the right
example by taking tangible action if an employee
is found to have been racist or engaged in
discriminatory conduct

23
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LAW FIRMS CAN TAKE TO IMPROVE
Hiring and promotion are some of the
most important aspects of ensuring a
firm creates an inclusive culture where
effective conversations about race can
take place. In those contexts, data
collection is also very important.

4. Hiring and Promotion
Aim to increase diversity in the workplace by consciously considering and updating hiring and promotion initiatives.
•

Recruit employees from minority backgrounds and
from overseas, recognising the skills and talent they
are capable of bringing to the firm

•

Set up dedicated internship/vacation scheme/
work experience programmes for racially and
culturally diverse individuals

•

Organise open days for school and university
students from minority backgrounds to visit
your offices

•

Collate, analyse and publicise diversity statistics/
targets relating to hiring and promotion of racially
and culturally diverse individuals

•

Encourage employees from ethnic minority
backgrounds to get involved with recruiting and
mentoring new trainees and in ensuring that the
firm maintains its commitment to hire and promote
racially and culturally diverse talent

•

Look at HR and graduate recruitment policies from
an ethnic diversity perspective

24

SOLUTIONS AND TANGIBLE STEPS

05
SOLUTIONS AND TANGIBLE STEPS
LAW FIRMS CAN TAKE TO IMPROVE

There are a range of outreach options
that firms can take to empower minority
communities. It is also worth listening to
your employees who may have ideas
about initiatives the firm can pursue.

5. Expand Your Reach
Aim to participate in pro-bono and other community initiatives focused on empowering minority communities
and addressing racism.
•

Offer legal advice to ethnic minority members on a pro-bono basis

•

Consider offering pro-bono secondments to associates and trainees

•

Encourage employees to volunteer their time to charity work

•

Set up scholarships to sponsor school and university education for students from ethnic minority
backgrounds and assign mentors from within the firm to provide guidance and inspiration

•

Actively publicise these efforts on your website and social media

GOALS AND CONCLUSION
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These suggestions are not intended to
address every single aspect of improving
racial and cultural diversity in the
workplace. Instead they are intended to
show how firms could demonstrate a
tangible improvement in this space.

Hopefully this toolkit has given readers an indication of
the types of issues, and key ‘dos’ and ‘don’ts’ when it
comes to dealing with issues of race in the workplace.
The purpose is to try to encourage firms to build
momentum and have confidence that having such
conversations are a good thing and will help create
and foster a diverse working culture.
In NOTICED’s Best Practice Report, we focused on
general themes that firms could address. However,
given the progress made since that Report in that
space and the renewed attention this issue has
received, we thought it might be useful to pick out
three specific goals which firms could work
towards implementing.3

3

http://www.noticed.org.uk/wp-content/uploads/NOTICED-Best-Practices-Report-2019-Multiculturism-and-Diversity.pdf

In particular, firms should:
•

Have a focused strategy for addressing racial and
cultural diversity in the workplace: it should be all
encompassing. That means it should address all
aspects of the business: recruitment, retention,
progression, development, performance reviews,
exits and any other aspect of the business which
involves people. It should include data collection,
evaluation and publication. It should also include
tangible goals and metrics to assess performance
as against objectives.

•

Have mandatory ongoing training: everyone in
the business should complete regular racial and
cultural diversity training and enhanced mandatory
training should be provided for anyone with
management responsibility.

•

Include a commitment to diversity as part of
performance reviews: people should be assessed
for either fostering a diverse and inclusive
workplace or managing diverse teams.

27

A true meritocracy is where everyone is able to reach their
full potential within a culture that embraces diversity and
promotes equality, inclusion and mutual respect. It is key
that individuals from all backgrounds, walks of life and
perspectives feel totally free (and feel empowered) to go
on to make the kind of diverse and individual contributions
which allow them to thrive in the workplace environment
and for their talents to shine, so they progress to have
even greater influence. Having meaningful conversations
about race and ethnicity should form part of an everyday
approach but, in order for these to be truly successful, we
need to understand the barriers that prevent these from
happening. A practical toolkit like this will hopefully go
some way in being able to address these barriers and help
those conversations to happen in a constructive way.
JAMINI RAJA
Senior Knowledge Lawyer, Addleshaw Goddard LLP

It feels like we might be approaching a tipping point,
where we have enough people – across the industry –
invested in making meaningful change. We’ve known
for a long time that driving diversity and inclusion is
the right thing to do, and that it’s good for business
but there is now also the growing recognition that as
individuals, we each have an active role to play. That’s
why this guidance from NOTICED is important, it gives
each of us the tools we need to be part of the change.
JO DOOLEY
Head of Diversity and Inclusion, Allen & Overy
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Talking about race has proven challenging. So at BM, we
launched our “Colour Brave” campaign in 2018 which
focused on breaking down the discomfort often felt
when discussing race and ethnicity, and ensuring that we
fostered an environment where people feel comfortable
talking openly. That platform led us to take a number of
brave steps, such as implementing aspirational ethnicity
targets across all levels of our talent; voluntarily introducing
mandatory pay gap reporting, and forming mentoring
circles to support the development of our BAME talent.
SUNNY MANN
Partner, Baker McKenzie LLP

The tragic events of 2020 have highlighted that
conversations about race and ethnicity can be
uncomfortable for many. However, having a better
understanding of different individual experiences and
perspectives is vital if we are to overcome barriers and
create a truly inclusive environment. By equipping people
with the skills and tools they need to have effective
and open conversations about race and ethnicity, we
can continue to support the changes we need to see
across our industry. We all need to challenge ourselves
to be part of the conversation, engage with the issues
and think about the steps we can take as individuals.
We welcome this collaborative guide from NOTICED,
which further supports the work Eversheds Sutherland
is doing within the firm and across our communities
to help make a positive and lasting difference.
NAEEMA CHOUDRY
Ethnicity network (Verve) Partner Co-Sponsor
CARISS ADDY
Ethnicity network Black Champion, Eversheds Sutherland
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I welcome this toolkit from NOTICED
as an additional resource for our
people which supports a key aim
of both the firm and the Race and
Ethnicity at Hogan Lovells (REAHL)
network to help our people to build
confidence when talking about race.
As we continue to focus on the
retention, progression and inclusion
of our ethnically diverse people, all of
us at the firm have a responsibility to
educate ourselves and it’s important
we provide our people with tools and
resources to support their learning.
MICHAEL DAVISON
Deputy CEO and Executive Sponsor
of the Race and Ethnicity at Hogan
Lovells (REAHL) Network

We very much welcome the launch
of this guide from NOTICED. The
progress of Black and other ethnic
minorities across the legal sector
has been slow, however there is real
commitment from many senior leaders
to change this. The ability to facilitate
sometimes challenging and difficult
conversations about race will ensure
that we better understand pain-points
as we strive to become evermore
open and equal. We look forward to
using the toolkit guide to support the
steps that we are taking to inform
our action plans and drive change.
SALLY DAVIES
Office Managing Partner, Mayer Brown

Historically, diversity and inclusion
has often been seen as a job for HR
and senior management. Today, it
is becoming increasingly clear that
striving to create inclusive workplaces,
which foster retention, cohesion and
fulfilment, is a pursuit that needs
and benefits from the involvement
of everyone at every level and role.
STUART DUTSON, DIBA RAHMANI
AND MOHAMED OMER
Simmons & Simmons
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