
Introduction and Welcome

Welcome to the InterLaw Diversity Forum’s Legal Sector Guide to the 2019 Stonewall 
Workplace Equality Index (“WEI”).  This publication is designed to assist network 
chairs, D&I professionals, and HR professionals within the legal sector with submission 
preparation and subsequent performance in the WEI.  We have updated our 
publication from previous years (2009, 2010, and 2011).  This guide is meant to 
supplement Stonewall's WEI guidance which can be found on their website. 

The InterLaw Diversity Forum works to foster inclusion in the legal sector for diverse 
talent, and to promote meritocracy in all sectors by working to 'level the playing field', 
in order to create environments where the best talent can succeed.

Since its founding the InterLaw Diversity Forum has expanded its scope beyond 
LGBT+ to encompass all strands of diversity and inclusion, including Race & Ethnicity 
(BAME), Disability, and social mobility, with a particular focus on cultural change in the 
workplace and 'multiple identities'/intersectionality.

Since the launch of the InterLaw Diversity Forum, the legal sector’s performance in 
Stonewall’s Workplace Equality Index has dramatically improved.  Stonewall has 
stated:  “A major part of the movement forward for the [legal] sector has been the 
InterLaw Diversity Forum.  It helped provide a sector-specific focus." 

The InterLaw Diversity Forum currently has more than 4,000 members and supporters 
from 215 law firms and chambers, and from 280 corporates and financial institutions.

We hope that you find this useful and thank you for your support of the InterLaw
Diversity Forum.  We would like to thank Stonewall,
the Law Society, and the SRA for their support of this guide.

Best regards, Daniel Wintefeldt
Founder & Chair
InterLaw Diversity Forum
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2019 Stonewall Workplace 
Equality Index
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Stonewall Workplace Equality Index – Overview 

Stonewall’s Workplace Equality Index is the definitive benchmarking tool for 
employers to measure their progress on lesbian, gay, bi, and trans inclusion in the 
workplace.  Now in its 14th year, the WEI is seen as a key measure of an 
organisation’s general commitment to diversity. 

WEI participants know that people perform better when they can be themselves at 
work.  Participating employers demonstrate their work in ten areas of employment 
policy and practice.  Staff from across the organisation also complete an 
anonymous survey about their experiences of diversity and inclusion at work.

Organisations then receive their scores, enabling them to understand what’s going 
well and where they need to focus their efforts, as well as to see how they’ve 
performed in comparison with their sector and region.  

The 2019 WEI will open on Monday 4th June 2018 and close on Friday 7th 
September 2018. Submissions can be made via the online Stonewall Submit portal: 
https://stonewallsubmit.fluidreview.com/ 

The 100 best-performing organisations are highlighted in Stonewall’s Top 100 
Employers List, to be published January 2019.

Legal sector performance in the Workplace Equality Index

Notable progress has been made in the legal sector since the founding of the 
InterLaw Diversity Forum in 2008.  Through publication of this guide, yearly

YEAR
Number of

Legal Employers 
in the Top 100

Sector 
Ranking

Law Firm 
submissions 
to the WEI

2007 0 Second to last -

2008 1 - -

2009 4 - -

2010 4 - -

2015 11 3rd 31

2016 12 4th 40

2017 17 1st 46

2018 16 1st 45

dedicated WEI-focused 
meetings, and one-on-one 
consultations on the WEI with 
law firms and legal 
employers, the InterLaw 
Diversity Forum has helped 
drive this progress. 

The legal sector has moved 
from second to the bottom in 
2008 to the top performing 
sector in the WEI for the past 
two years.  

https://stonewallsubmit.fluidreview.com/


Stonewall and InterLaw Diversity Forum 
Legal Sector Top 25 in the WEI for 2018

In 2010 the InterLaw Diversity Forum and Stonewall launched a co-branded Legal 
Sector Top Ten in the WEI in order to showcase the legal sector’s top performers 
and to give recognition to those high-performers who may not have made it into 
the Top 100.  As the legal sector’s performance has continued to improve, this list 
has been expanded to include the top 25.

At our March 2018 meeting Stonewall and the InterLaw Diversity Forum unveiled 
the 2018 Legal Sector Top 25 in the WEI:

24=) Trowers & Hamlins
24=) Clearly Gottlieb
23) Ashurst
22) Irwin Mitchell
21) Shepherd & Wedderburn
20) (undisclosed)
18=) DWF
18=) Gowling WLG
17) Shearman & Sterling
16) Allen & Overy
14=) Linklaters
14=) Eversheds Sutherland
13) Kirkland & Ellis
12) Dentons
11) Slaughter & May
10) Taylor Wessing
9) Herbert Smith Freehills
8) Hogan Lovells
6=) Travers Smith
6=) CMS
5) Norton Rose
4) Clifford Chance
3) BLP
2) Baker & McKenzie
1) Pinsent Masons



WEI submission process tips

The “WEI submission process tips” below have been compiled and summarised
from consultations, meetings, and panel discussions over many years.  Law firms 
ranked in Stonewall’s Top 100 Employers have also shared their best practice with 
the InterLaw Diversity Forum, including Eversheds Sutherland, Baker McKenzie, 
Herbert Smith, Hogan Lovells, Pinsent Masons, Simmons & Simmons, and CMS.  
Notably, all law firms seemed to echo each other in both their approach to the 
survey and their methodology.

1. Start early
Every firm that ranked in the Top 100 took a long-term, methodical approach to the
WEI, planning their LGBT+ programme and survey responses over a period of
several months.  You have to be in it to win it!  So if by the time you read this you
have not already begun, it is time to start planning!

2. Create a team and make a plan
Each of the firms created a working group to assemble their submission and
divided tasks among several individuals in their organisation.  It is a journey, so start
planning early!  Develop a team, make a plan, and be organised.  Teamwork and
planning are key to successful submissions.  The road to success is paved over
several years.  Make a three-year plan with concrete action points and responsible
parties from your team for year one, year two, and year three.  Significant progress
marked by large movements in rankings won’t happen overnight but they can be
achieved in only a few years.

3. Set challenging but realistic goals which fit in with your firm’s business plan
Take on board feedback received from Stonewall following your previous year’s
submission.  Use these insights to develop a list of areas where you could improve,
and develop action points to address those areas.  Most of the firms chose
between three and four major projects to focus on for the year.  For maximum
impact and success, these projects should be chosen to dovetail with your firm’s
existing business plan and culture.

4. Spend time on your submission and provide supporting evidence wherever
possible
Ensure your submission is carefully reviewed, that it provides a realistic and honest
account of your firm’s journey, and that it is evidenced and well-structured.  Top
performing firms are unanimous in their observation that the WEI submission is not



4. (cont.) something to be done in haste.  You should spend time preparing drafts
of your responses, as well as carefully considering the supporting evidence you can
provide.  Bringing together your team to review the draft responses and
accompanying evidence can greatly help to ensure things are not missed or
overlooked.,  Consider making an electronic bible of your submission with
hyperlinked evidence and cross-references.

5. Evidence and supporting documentation
Ensure that evidence is referenced in every place relevant in the submission.  Each
question is graded separately so evidence must be re-referenced in each place it is
relevant.

Many questions have written components asking for an explanation.  You should be 
clear, concise, and explicit in your answers as to the impact of work on LGBT+ 
inclusion. 

6. Ensure you cover the L, the G, the B, and the T
Ensure your campaigns, communications, and engagements focus on the bisexual 
(B) and transgender or trans* (T) aspects of LGBT+ equality.  Steer clear of a single 
focus on lesbian and gay issues.  For assistance with trans* issues please see 
Stonewall’s guidance publications (found here), or contact the leads of InterLaw 
Diversity Forum’s Trans*Mission, Rachel Reese and Daniel Winterfeldt.

Similarly, ensure you take the time to focus on bi inclusion and representation, 
ensuring your efforts do not exclude a key part of the LGBT+ community who are 
often overlooked.  

7. Quick win – Focus on “Policy”
If your organisation is new to the WEI and uncertain where to begin, start with
“Policy”.  Implementing some of the basic aspects of “Policy” can give your 
organisation a “quick win”.  These are the foundation of your inclusion work and 
are important in setting expectations across your firm.  Some of the more advanced 
aspects of “Policy, such as trans policies, will require considerably more time and 
planning for implementation.  Reach out to the InterLaw Diversity Forum or 
Stonewall for precedents from the legal sector.

8. Supplier diversity
For supplier diversity use the long-standing best practice approach developed by 
InterLaw chair Daniel Winterfeldt while at Simmons & Simmons, also successfully 
implemented at CMS and other organisations, and detailed in Stonewall’s best 
practice guide (found here). 

https://www.stonewall.org.uk/supporting-trans-staff-workplace
https://www.stonewall.org.uk/sites/default/files/simmons_simmons_-_embedding_lgbt_equality_into_procurement_practices_and_supply_chain_management.pdf


9. Role models & allies
Work on making role models and allies visible, both inside and outside your 
organisation, using videos, blogs, or art projects (such as the InterLaw Diversity 
Forum Purple Reign project, found here).

10. Focus on culture and go beyond LGBT+ to cover intersectionality and social 
mobility
The process is not just about ranking and should not be about box ticking.  The 
Stonewall WEI should provide a framework to shift your culture towards a more 
inclusive workplace for all diverse talent. 

Take an authentic approach.  Tailor your activities to focus on the culture in your 
organization.  Do what makes sense and works for your business.  Treat the WEI as 
a baseline for best practice, but don’t be afraid to go deeper and do more!

Use the WEI plan for LGBT+ equality and apply it to all strands of diversity and 
inclusion, as well as social mobility.  The index can be the architecture for your 
organisation’s diversity and inclusion program.

Challenge your organisation around senior representation for LGBT+ and 
intersectionality across all strands of diversity and inclusion and social mobility.

11. Seek the support of senior management, build a business case, and focus on
clients
Part of the index rewards you for having an LGBT+ inclusive diversity and inclusion
plan blessed by your senior management or board.  As is the case with any
successful initiative, ensure you seek the support and “buy in” of your senior
management for your approach to LGBT+ inclusion, the WEI, and accompanying
work plan.

Also, don’t forget that establishing a business case for this work and using clients 
can be a powerful lever to unlock change within your organisation.

https://www.interlawdiversityforum.org/purple-reign


Additional notes on the WEI 

1. Definitions of management structure:
As law firm management structure may not exactly align with that of other
organisations, Stonewall provides these clarifications:

Board level staff (5.1-5.2) should be key decision makers and policy/strategy makers 
at the firm. They should be top-level staff, whose efforts and participation in D&I 
activity demonstrates the organisation’s commitment to LGBT+ equality from top 
level leadership to all staff.  This would include Managing/Senior/Equity Partners, 
and Group/Division Directors.

Senior management staff (5.3-5.4) refers to line managers or their equivalents, or 
staff whose level is sufficiently senior to give them responsibility and influence over 
other staff/trainees/junior staff.  This would include Partners.

Law firms can self-define their management structure to some degree if necessary, 
but will need to provide explanation and evidence.  Contact Stonewall if you have 
any questions or need additional guidance.

2. Scope of WEI  — UK versus non-UK
The scope of the WEI encompasses the United Kingdom only.  You may refer to an
international project or initiative, but must explicitly show in your evidence that this
has a direct impact on UK-based staff or policies.  There is also a Global Workplace
Equality Index produced by Stonewall should you wish to expand your index
coverage beyond the United Kingdom.

3. WEI submission feedback
Stonewall Diversity Champions benefit from in-depth, tailored feedback on their
submissions.  Stonewall meets with law firms who are Diversity Champions to
discuss the results of the WEI for their organisation and give them tailored
feedback on their performance and areas of improvement.  This meeting alone
makes it worthwhile to join the Diversity Champions programme.

The InterLaw Diversity Forum also provides tailored guidance for its members with 
a proven track record of assisting law firms and legal employers to enter the Top 
100.



Some top tips to remember:

• Remember this is a framework for best practice, not a test.  Avoid approaching
the index as a “box ticking exercise”.  You should use the process of
completing the index as a gap analysis tool.  By identifying where you can not
answer questions, or where your evidence is weak, you can start working to
remedy this in advance of the next year’s submission.

• Set a timetable to complete, review, and approve the submission within your
organisation.  Build in time to edit your submission, and to ensure you have
adequate evidence.  Both can prove time consuming!

• Review the form comfortably ahead of time, and identify criteria your firm meets
or should meet.  Develop a plan and start early.

• Your answers to all questions need to be as clear, concise, and explicit as
possible.  Stonewall will not give you the benefit of the doubt when marking, so
answers must clearly outline and explain the work done on LGBT+ inclusion.

• Bring key stakeholders on the journey with you.  If you work for a large firm,
your communications team, recruitment team, and specialist areas such as
procurement will be more able and willing to help if you actively engage them
and provide a comfortable lead time.

• Consider appointing a dedicated “L”, “B” or “T” champion from within your
LGBT+ Network – They don’t have to come from those groups but can just be
an ally/supporter.  Also address intersectionality within your network by
appointing members to focus on other under-represented groups within the
LGBT+ community (e.g. BAME, Gender, Disability, etc.).

• Not sure? Ask!  If you are unsure of how to approach a question or how to
interpret criteria, please ask!  If you are a Stonewall Diversity Champion, your
Stonewall Account Manager will be on hand to support you.  Alternatively, the
InterLaw Diversity Forum will be happy to assist.

• Don’t be afraid of “failing” the WEI – there genuinely is no such thing.  Many of
the top performing firms in the index did not enter the Top 100 in year one.  The
key driver for participating in the index should always be “improving” rather
than “succeeding”.  Remember, there is no downside to participating.  Only the
Top 100 employers are published.  If you don’t make the Top 100, no one will 
know your score or ranking (or even whether you participated).



Resources and support

Stonewall released the following resources in 2017/18, which contain 
guidance and current best practice.  For questions about any of the 
resources below, or any additional questions related to the WEI, firms can 
speak to Stonewall and their Client Account Managers by emailing: 
memberships@stonewall.org.uk.

Inclusive policy Toolkit

The employee lifecycle Toolkit

Supporting trans staff in the workplace Toolkit 

Getting equalities monitoring right Toolkit 

Delivering LGBT inclusive services Toolkit

The 2019 WEI will open on Monday 4 June 2018 and close on Friday 7 September 
2018.  Submissions can be made via the online Stonewall Submit portal: 
https://stonewallsubmit.fluidreview.com/  

The Law Society and its LGBT+ Lawyers Division bring LGBT+ lawyers and 
supporters together to share best practice, and to address issues and 
challenges in a supportive environment.  For details of their events or to 
get involved please contact LGBT@lawsociety.org or join on LinkedIn.

The SRA works with LGBT+ equality groups and networks to promote and 
encourage diversity across the legal sector.  For more information, please 
contact Leah Lee, Head of Human Resources and Development, at 
leah.lee@sra.org.uk.

Global Butterflies are the leaders on advising and delivering trans-
inclusivity training within the legal, financial, and insurance sectors. 
To learn more, please contact rachel.reese@globalbutterflies.com
or emma.cusdin@globalbutterflies.com.

www.interlawdiversityforum.org

For more information on membership and how your firm can work with the  
InterLaw Diversity Forum, please contact admin@interlawdiversityforum.org

mailto:memberships@stonewall.org.uk
https://www.stonewall.org.uk/inclusive-policy-toolkit
https://www.stonewall.org.uk/employee-lifecycle
https://www.stonewall.org.uk/supporting-trans-staff-workplace
https://www.stonewallscotland.org.uk/sites/default/files/getting_equalities_monitoring_right_0.pdf
https://www.stonewall.org.uk/delivering-lgbt-inclusive-services
https://stonewallsubmit.fluidreview.com/
mailto:LGBT@lawsociety.org
https://www.linkedin.com/groups/8510659
mailto:leah.lee@sra.org.uk
mailto:rachel.reese@globalbutterflies.com
mailto:emma.cusdin@globalbutterflies.com
http://www.interlawdiversityforum.org/
mailto:admin@interlawdiversityforum.org



