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INTRODUCTION 

1. Red Lion Chambers adheres to the principles of equality of opportunity for all 
regardless of race, colour, nationality, ethnic or national origin, citizenship, 
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gender, sexual orientation (real or perceived), gender reassignment, marital 
status, disability, marriage and civil partnership, age, religion or other 
philosophical belief. It is important to us in providing the service we do to a wide 
range of lay and professional clients that we endeavour to ensure that all people 
are treated fairly. Our approach is set out in the following equal opportunities 
policy and in other policies which aim to protect our clients, staff, pupils, 
probationary tenants and tenants from direct or indirect discrimination. 

2. All members of Chambers, probationary tenants, pupils and members of staff 
are expected to understand, act on and promote this policy in their dealings 
with clients, tenants, probationary tenants, pupils, members of staff and all other 
visitors to Chambers. Where they become aware of a failure to meet this policy 
and/or an instance of unfair or unequal treatment there is a duty on members 
of Chambers, probationary tenants, pupils and staff members to report it to the 
Equality and Diversity Committee [EDC] and/or their line manager (as 
appropriate). Chambers undertakes to treat any complaint of unfair or unequal 
treatment in a fair and open way. Deliberate breaches of this policy shall be 
considered a disciplinary matter and dealt with under the Chambers Procedure 
for Enforcing Standards policy. 

3. Chambers adopts the reasons set out by the Bar Standards Board [BSB] for 
the adoption of equality and diversity principles: fairness, compliance, and 
commercial advantage. 

4. Fairness: It is fundamental in a democratic society governed by the rule of law 
that there should be access to justice. The Bar has a special position in the 
legal system of England and Wales, and confidence in the legal system will be 
enhanced if the arrangements made for access to the Bar’s services, and for 
access to practice at the Bar for aspiring barristers are seen to be fair and non-
discriminatory, and to be open to all, regardless of social, economic or 
educational background or circumstances. This will lead, in time, to a more 
diverse Bar, which better reflects the diversity of society in England and Wales. 

5. Compliance: Discrimination on grounds of race, sex, disability, pregnancy and 
maternity, sexual orientation, marital or civil partnership, gender reassignment, 
religion or belief, or age is unlawful and also constitutes professional 
misconduct. 

6. Commercial advantage: If the Bar is to thrive, it needs to select the very best 
aspiring barristers, which means selecting from the widest possible pool. 
Discrimination in the provision of services by the Bar also reduces demand for 
those services. 

DEFINING DISCRIMINATION  

7. A tenant, probationary tenant, pupil or employee of Chambers must not act in 
relation to any other tenant, probationary tenant, pupil or employee of 
Chambers, to a lay or professional client, or to any other visitor to Chambers 
(e.g. mini-pupil, student, former member, event speaker, etc) in a manner which 
directly or indirectly is either discriminatory, consists of harassment or 
victimizes that person on grounds of race, colour, nationality, ethnic or national 
origin, nationality, citizenship, gender, sexual orientation (real or perceived), 
gender reassignment, marital status, disability, age, religion or other 
philosophical belief. Red Lion Chambers is committed to ensuring equality of 
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opportunity. Discrimination on any of the grounds set out above will not be 
tolerated or condoned.  

8. Direct discrimination consists of treating such a person less favourably on a 
discriminatory ground, than others are, or would be, treated in the same or 
similar circumstances. Direct discrimination may occur even when 
unintentional. 

9. Indirect discrimination occurs where the individual’s employment, (in the 
context of Red Lion Chambers, this includes the self-employed individual’s 
position in chambers) is subject to an unjustified condition which one of the 
above groups (e.g. one sex or race/nationality) finds more difficult to meet 
although on the face of it the condition or requirement is “neutral”. 

10. Disability discrimination occurs where, for a reason which relates to a person’s 
disability, that person is treated less favourably than a person to whom that 
reason does not or would not apply, is or would be treated, and such treatment 
is not justified. 

11. An employer, (or in the context of Red Lion Chambers, Chambers itself) is 
under a duty to take such steps as are reasonable to prevent any provision, 
criterion or practice applied by them or on their behalf, or any physical feature 
of the premises from placing the disabled person concerned at a substantial 
disadvantage in comparison to those who are not disabled. 

HARASSMENT 

12. Unlawful harassment is defined by the Equality Act 2010 as unwanted conduct, 
whether verbal or otherwise, of a sexual nature or related to gender, sexual 
orientation, gender reassignment, race, religion or belief, age or disability, 
which has the purpose or effect of violating another’s dignity or creating a 
degrading, offensive, humiliating, intimidating or hostile environment for them. 
Such conduct will not be tolerated or condoned. Unlawful harassment can 
amount to a criminal offence. Details of Chambers practice in relation to 
harassment is set out in its Dignity at Work and Prevention of Harassment 
policy and enforcement of the policy is set out in its Procedure for Enforcing 
Standards policy. 

13. Unlawful harassment does not require a course of conduct – an isolated 
incident can amount to unlawful harassment.  

VICTIMISATION 

14. Victimisation consists of less favourable treatment to those who have brought 
proceedings or given evidence or information for the purpose of legal or 
disciplinary proceedings or made a complaint based upon an allegation of 
discrimination. Such conduct will not be tolerated or condoned. 

FAIR SELECTION OF PUPILS, TENANTS AND STAFF 
15. It is extremely important, given the nature of entry into the profession, that 

selection criteria for pupillage and tenancy should be free from discrimination. 
In pursuance of this aim Chambers undertakes that recruitment policy towards 
pupils and tenants should: 

(i) be transparent, set out in a document which is available on request; 
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(ii) not be subject to change during the selection process; 
(iii) be based on objective and explicit criteria which relates to the demands 

of the work; 
(iv) save in exceptional circumstances, be applied equally to all potential 

recruits 
(v) be free, at all stages, from assumptions based on stereotypical views or 

expectations of the behaviour and characteristics of any particular group; 
(vi) not be subject to the will or unexplained veto of one person alone, but 

reflect the views of a broad spectrum of people. 

PROCEDURE 

16. Chambers has written procedures for recruitment of pupils, tenants and staff. 
See Policy documents M1 “Recruitment for Barristers and Pupils”, M2 
“Procedure for Selection of Tenants” and M4 “Staff Recruitment”. 

17. The following principles and guidelines shall be observed: 

(1) Each applicant shall be individually assessed against fair and explicit criteria 
related to the demands of the work they will be expected to do; 

(2) Chambers will include diversity/ethnic monitoring forms in information sent 
to prospective or current applicants for pupillage. Applicants are to be 
informed that the selectors will not have access to the information on the 
monitoring form and that failure to complete the monitoring form will not 
disadvantage the applicant in the selection procedure. 

(3) Receipt of completed application forms should be acknowledged in writing 
(4) The procedures for the selection of candidates for interview and the 

interviewing of candidates should be in accordance with the guidelines set 
out in Appendix M2 (Tenants/Pupils) and M4 (Staff), as appropriate 

(5) Vacancies shall be advertised widely and include a statement of Chambers’ 
commitment to equal opportunities. 

(6) Data gathered for equal opportunities monitoring purposes shall in 
anonymised form be analysed after each major recruitment by the Diversity 
Data Officer, Ms Crystal Fernandes as set out in the Diversity Data policy 
[insert correct appendix reference]. The analysis shall: 

(a) be reported annually to the General Management Committee [GMC] by 
the Head of the Education and Training Committee [ETC], following 
receipt by them of the Diversity Data Officer’s analyses. 

(b) be monitored by the EDC, and  
(c) form the basis of a review of procedures in consultation with the Diversity 

Committee by the ETC and they shall take such action as is necessary 
in accordance with the principles of this policy, including taking positive 
action where necessary. 

(7) If a request is made, applicants who have been unsuccessful in obtaining 
an interview or a place in Chambers should be given reasons in writing. 

(8) Complaints from unsuccessful applicants for pupillage or tenancy will be 
dealt with under the Procedure for Enforcing Standards policy (Appendix 
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O1). Complaints from unsuccessful staff applicants should be dealt with 
according to the Appendix M4. Complaints and the ensuing investigations 
will, at all times, remain confidential. Whatever the outcome of an 
investigation, the complainant will be advised of their rights to make a 
complaint to the Bar Standards Board, the Legal Ombudsman, or other 
external body. 

EQUALITY OF OPPORTUNITY FOR MEMBERS AND PUPILS 

18. Distribution of work to all members of chambers, probationary tenants and 
working pupils must be carried out in a manner that is fair to all and without 
discrimination. Unless a specific member of chambers is requested by a 
professional client the clerk’s recommendation of counsel shall be on the basis 
of the skills and experience required for the particular case. Unless a specific 
pupil or probationary tenant is requested by a professional client, the clerk’s 
recommendation of a working pupil or probationary tenant shall be on a 
rotational basis to ensure parity of opportunity. The allocation of all unallocated 
briefs that come into Chambers is monitored to ensure fairness as set out in 
paragraph 24 below.  

19. Furthermore, no probationary tenant, pupil or tenant shall suffer discrimination: 

(i) in respect of any terms applicable to them as a probationary tenant, pupil 
or tenant; 

(ii) in the opportunities for training, or gaining experience, which are 
afforded or denied to them; 

(iii) in the benefits, facilities or services which are afforded or denied to them; 
(iv) in the volume or type of work which is offered or denied to them; 
(v) by termination of their pupillage or by subjecting them to any pressure to 

leave chambers or other detriment. 

PARENTAL LEAVE 

20. Chambers shall be sensitive to the needs of tenants, probationary tenants and 
pupils who take parental leave and will act in accordance with the Chambers’ 
Parental Leave, Special Leave and Flexible Working policy. 

21. Staff will be entitled to statutory parental leave provisions or as given in their 
terms of contract. 

LEAVE/FLEXIBLE WORKING 

22. Chambers shall be sensitive to the needs of tenants, probationary tenants, 
pupils or members of staff who wish to take special leave or arrange for flexible 
working. The provisions relating to this are set out in the Parental Leave, 
Special Leave and Flexible Working policy. 

UPHOLDING AND MONITORING 

23. Appropriate training will be provided to enable members of Chambers and staff 
to implement and uphold our commitment to equality of opportunity. Members 
of the TC, ETC and EDC, the clerks and other employees will be required to 
undertake training in Equality and Diversity, in relation to fair recruitment of 
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applicants at all stages and in the allocation of work between barristers and 
between working pupils and probationary tenants in Chambers. Any member 
of Chambers whether a tenant or staff member, involved in recruitment, training 
or implementing equality of opportunity, will be required to have knowledge of 
the current Bar Council guidance in relation to fair recruitment, equality of 
opportunity and diversity and in most cases, to have undergone relevant 
training. 

24. In seeking to identify and eliminate sources of unintended discrimination, 
Chambers shall monitor both the recruitment of applicants at all stages and the 
allocation of work between barristers in Chambers. The Head of the ETC with 
the Practice Director will monitor the allocation of work between working pupils 
and probationary tenants in Chambers on a monthly basis. Complaints about 
discrimination will in the first place be dealt with by the EDC in accordance with 
the Procedure for Enforcing Standards policy. 

25. Monitoring of the distribution of work and in particular unallocated briefs is 
undertaken. A review of this material will be undertaken by a member of the 
EDC and/or the Heads of Chambers. 

COMPLAINTS PROCEDURE 
26. All complaints procedures are set out in detail in Appendix O1 – Procedure for 

Enforcing Standards policy. Chambers recognises that this is a particularly 
sensitive area where fear of embarrassment, of appearing to cause 
unnecessary difficulties, of being labelled as a troublemaker, or of adverse 
judgment, may prevent a complaint being made in the first place. It is 
Chambers’ policy, therefore, that, as far as is practicable, names of 
complainants shall not be released (save to those persons conducting the 
investigation and to the person complained against) without the complainant’s 
consent. Equally, complainants will not be victimised or suffer detriment 
because of a complaint made in good faith. 

ACCESS FOR ALL 

27. Chambers has a Reasonable Adjustments policy.  

28. Disabled Access: Chambers has removable ramps permitting access both to 
its main building and to its annex in Chelmsford. Both buildings are listed 18th 
century buildings and we continue to review our options in developing the 
premises to enable access to all. When greater access is required, we are able 
to offer meetings at fully accessible premises near to Chambers’ London 
address, whether at the Bar Council, Inner Temple or other private provider of 
serviced, accessible meeting rooms. 

Contacts are: 
 
Ms Samantha Forman 
General Council of the 
Bar 
289-293 High Holborn 
London WC1V 7HZ 
Tel: 020 7242 0082 
Fax: 020 78319217 

Fay c/o Catering Dept. 
The Honourable Society 
of Inner Temple 
London EC4Y 7HL 
Tel: 020 7797 8233 

Regus Rooms 
1st Floor, Holborn Gate 
330 High Holborn 
London WC1V 7QT 
Tel: 020 7203 6700 
Fax: 020 7203 6701 
Sales: 0870 880 8484 
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29. This policy will be updated as and when necessary to give effect in legislation 

or Bar Council/BSB guidance. It is to be reviewed every two years by the EDC. 

30. This policy was adopted/reviewed on 19th May 2020. 
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