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Introduction 
 

This interim report to Convocation provides an overview of the consultations by the Challenges 

Faced by Racialized Licensees Working Group (the Working Group) based on the findings in its 

consultation paper published in October of 2014, “Developing Strategies for Change: 

Addressing Challenges Faced by Racialized Licensees”.1    

From across the legal and paralegal professions, there has been an interested and enthusiastic 

response to addressing the challenges. We heard from all parts of the province that the Law 

Society has a role to play in being part of the solution to the challenges identified in the 

consultation report.  The following sections outline the background to the consultation process 

and summarize the ideas for fostering growth and positive change that we have heard during 

our discussions with the profession and the public. 

Background 
 

Since 2012, the Law Society’s Working Group has been mandated to: 

a. Identify challenges faced by racialized licensees in different practice environments, 

including entry into practice and advancement; 

b. Identify factors and practice challenges faced by racialized licensees that could increase 

the risk of regulatory complaints and discipline; 

c. Consider best practices for preventative, remedial and/or support strategies; 

d. If appropriate, design and develop preventative, remedial, enforcement, regulatory 

and/or support strategies, for consideration by the Equity Committee and other 

committees, to address these challenges.  

The Working Group gathered information about the challenges using formal and informal 

engagement processes.  Further information about this part of our work can be found at: 

http://www.lsuc.on.ca/racialized-licensees/. 

The qualitative and quantitative data we obtained from the engagement processes identified 

widespread barriers experienced by racialized licensees within the legal profession at all stages 

of their careers.  Examples of challenges faced in the legal profession include discrimination 

and stereotyping, negotiating concepts of “culture” and “fit”, and lack of mentors, networks and 

role models.  Participants also noted that race-based barriers are often complicated by the 

additional experiences of discrimination based on gender identity, gender expression, disability, 

sexual orientation, class and creed.  

Some participants in the engagement process believed that racialized licensees were more 

likely to go into sole practice as a result of barriers faced in other practice environments.  They 

also noted that internationally trained lawyers and paralegals face additional barriers in the 

                                                           
1 A copy of the Consultation Paper can be found at: http://www.lsuc.on.ca/racialized-licensees/ 
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profession. Generally, participants noted the vulnerability of racialized licensees in the legal 

profession in the context of professional regulation and discipline.  

The challenges faced by racialized licensees impact the reputation of the legal system in 

Ontario, affect access to justice for Ontarians and affect the quality of legal services for the 

public. 

The Working Group reviewed all of the information we gathered and drafted a consultation 

paper titled Developing Strategies for Change: Addressing Challenges Faced by Racialized 

Licensees.2  The consultation paper summarized the findings of the engagement process and 

posed seven (7) questions for the profession focused on addressing the challenges faced by 

racialized licensees.  The questions are organized within five themes: 

 Enhancing the internal capacity of organizations; 

 Mentoring, advisory services and networking; 

 Enhancing cultural competence in the profession; 

 Discrimination and the role of the complaints process; and 

 The operations of The Law Society of Upper Canada. 

Convocation approved the consultation paper in November 2014, and the Working Group 

consulted with lawyers, paralegals and members of the public throughout the province of 

Ontario between January and March 2015   

 

The Consultation 
 

The Working Group embarked on a journey of listening and learning, which involved holding 

twelve (12) open house learning and consultation programs around the province and 

participating in meetings with representatives from law firms, legal clinics, banks, government 

and legal associations. A summary of activities and submissions is presented in a separate 

report entitled Challenges Faced by Racialized Licensees Working Group – Consultation 

Activities and Overview of Observations (TAB 5.2.2.1). 

These meetings were focused on practical solutions the Law Society could initiate or facilitate to 

specifically address the challenges faced by racialized licensees and to enhance diversity and 

inclusion within the legal profession. 

The Working Group has heard from over 1,000 racialized and non-racialized lawyers, 

paralegals, law students, articling students and members of the public in the Greater Toronto 

Area (Downtown Toronto, Brampton, Newmarket, Oshawa), Hamilton, London, Ottawa, 

Sudbury, Thunder Bay, and Windsor.  Three Toronto open houses (one in French and two in 

English) were webcast to ensure full access to all lawyers, paralegals and members of the 

public in Ontario.     

 

 

                                                           
2 Available at: http://www.lsuc.on.ca/racialized-licensees/. 
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The Working Group has met or heard from a broad range of organizational stakeholders 

including:  

 The Advocates’ Society; 

 The African Canadian Legal Clinic; 

 The Arab Canadian Lawyers Association; 

 The Association des juristes d’expression française de l’Ontario; 

 The Association of Law Officers of the Crown; 

 The Canadian Association of Black Lawyers; 

 The Canadian Association of South Asian Lawyers; 

 The Canadian Association of Muslim Women in Law; 

 The Canadian Hispanic Bar Association; 

 The Canadian Italian Advocates Association; 

 The Canadian Muslim Lawyers Association; 

 The Canadian Somali Lawyers Association; 

 The County & District Law Presidents’ Association; 

 The Family Lawyers Association; 

 The Federation of Asian Canadian Lawyers; 

 The Human Rights Legal Support Centre; 

 The Indigenous Bar Association; 

 The Law Firms Diversity and Inclusion Network; 

 The Law Society’s Equity Advisory Group; 

 The Law Students Society of Ontario 

 The Legal Leaders for Diversity and Inclusion (LLD); 

 The Ontario Bar Association; 

 The Ontario Paralegal Association; 

 The South Asian Bar Association; 

 The Roundtable of Diversity Associations of the Toronto Lawyers’ Association3; 

 The University of Windsor, Equity and Diversity Committee; 

 The University of Ottawa, Faculty of Law, faculty 

 The Women Legal Mentoring Program; 

 The Women Paralegal Association of Ontario; and  

 law students and professors.  

As part of the consultation process, the Working Group also reached out to larger law firms in 
Toronto to discuss the questions raised in the consultation paper.  The Chair of the Working 
Group and Law Society staff met with managing partners and often recruitment partners or 
partner representatives on the Law Firms Diversity and Inclusion Network. The meetings have 

                                                           
3 Including the Arab Canadian Lawyers Association, the Association of Chinese Canadian Lawyers of 

Ontario, the Canadian Association of Black Lawyers, the Canadian Association of South Asian Lawyers, 
the Canadian Italian Advocates Organization, the Federation of Asian Canadian Lawyers, the Hellenic 
Canadian Lawyers Association, the Canadian Hispanic Bar Association, the Iranian Canadian Lawyers 
Association, the Korean Canadian Lawyers Association, the Macedonian Canadian Lawyers Association, 
Pro Bono Law Ontario,  the Sexual Orientation and Gender Identity Conference of the Ontario Bar 
Association, the South Asian Bar Association, the Toronto Lawyers Association, and the Women’s Law 
Association of Ontario 
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yielded positive discussions about policy options for addressing many of the challenges 
identified in the consultation paper.  There has been interest and enthusiasm expressed for 
working collaboratively with the Law Society.  Firms have begun a number of initiatives to create 
more inclusive workspaces.  There is recognition of the business and human drivers for 
increasing competence in the diversity and inclusion aspects of hiring and retention.   

We expect to complete the meetings in April so that the information obtained at these meetings 
can be considered in the context of our policy work.  It is gratifying to see that a corresponding 
amount of interest exists within the larger firms in addition to the interest already 
demonstrated by the bar across Ontario during our meetings with groups, individuals and via 
webcast.   

Also noteworthy is the exceptional amount of media interest in the consultation paper from 

media outlets across the province. In total, 18 stories appeared via mainstream, regional and 

legal media outlets, including the Globe and Mail, CBC Metro Morning, the Hamilton Spectator, 

the Brampton Guardian, CKPR Thunder Bay, 1310 News Ottawa, the Lawyers Weekly, Law 

Times, and CBA National Magazine.  All coverage was extremely positive and included key 

messages from the consultation paper. This underscores the importance of the project to the 

professions and the public.  

 

White Privilege 
 

Consultant participants spoke of “white privilege”4, and expressed the need for all of us to 
acknowledge its existence in order to address the challenges faced by racialized licensees. A 
number of participants noted that it is important for licensees to understand how power operates 
to produce advantages for some and deny advantages to others. 
 
 

Aboriginal Licensees and Racialized Licensees: Historical and Geographical 

Differences 
 

Open house learning and consultation programs in Northern Ontario yielded interesting 

information about the similarities and differences between the experiences of Aboriginal 

licensees and licensees that self-identify as racialized in the context of the definition put forward 

by the Working Group and the importance of considering geographical location.  Participants in 

Thunder Bay noted that, in terms of race and racism, the population in northern areas of the 

province is often divided into Aboriginal and non-Aboriginal peoples.  Participants identified 

several examples where they had witnessed racism directed at Aboriginal people and where 

they had observed that racialized people were not treated differently from non-racialized people.  

It was noted that because of constitutionally protected Aboriginal and Treaty rights, Aboriginal 

peoples are in a different position than racialized and non-racialized peoples in Canada.  As a 

result of these distinctive histories, strategies to respond to racism faced by Aboriginal peoples 

                                                           
4 The Ontario Human Rights Commission defines “privilege” generally as ‘unearned power, benefits, advantages, 
access and/or opportunities that exist for members of the dominant group(s) in society. It can also refer to the 
relative privilege of one group compared to another. 
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and to racism faced by racialized peoples should differ.  The Law Society’s policy work reflects 

this uniqueness, including the work of the Equity and Aboriginal Issues Committee and other 

initiatives that are outside the scope of this Working Group.  The Law Society is also vigorously 

pursuing an Aboriginal Strategy in consultation with the Aboriginal Bar. 

The Consultation Results:  

 
The Working Group encouraged written submissions on the questions posed in the consultation 

paper or any additional initiatives, ideas or practices that could address the challenges faced by 

racialized licensees. The deadline for submissions was extended from March 1, 2015 to March 

15, 2015, as a result of a number of requests for extra time. 

This report summarizes the comments and ideas we have received to date from our meetings 

and consultations.  A more complete record of the consultation activities and aggregated 

comments is available in a separate report entitled Challenges Faced by Racialized Licensees 

Working Group – Consultation Activities.  At the time of writing this report, we were still receiving 

written submissions. These will be discussed and considered in a separate report. However, the 

written submissions received to date and for which we have received the expressed consent to 

publish are available on-line at http://www.lsuc.on.ca/racialized-licensees/. The list of those who 

have provided their express consent is available at Appendix 1 of this report.  

 

A. Enhancing the internal capacity of organizations 
 

The Working Group posed the following questions related to this theme in the consultation 

paper: 

 How should the Law Society act as a catalyst for the establishment of diversity programs 

within firms5 and why? 

 What is the preferred model for the collection of firm demographic data and why? 

 How could the Law Society work with in-house legal departments to develop model 

contract compliance programs for in-house legal departments that retain firms? 

 

Diversity Programs 

 

“We need to encourage firms to be champions of diversity.”  
-Participant 
 
There is significant support for the creation of diversity programs for the recruitment, retention 

and advancement of racialized licensees in firms and other legal organizations.  Participants 

                                                           
5 References to ‘firms’ in this document encompasses law firms, paralegal firms, legal clinics, non-profit 
organizations, in-house legal departments, government legal departments,  and other professional legal 
environments. 
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have reminded the Working Group that firm size, industry and geographical location need to be 

considered should the Law Society decide to develop diversity programs.  

A number of participants support the creation of a diversity project modelled on the Law Society 

of Upper Canada’s Justicia Project.6 Participants are divided, however, on whether diversity 

programs should be mandatory or voluntary.  Some participants have noted that voluntary 

programs create buy-in and a willingness to create change.  A number of participants have 

stated that it is important to have “diversity champions” who will lead change from the top-down.  

Participants outside of the GTA that work in small firms see the value of voluntary programs as 

small firms may lack the resources to implement mandatory programs.  Some participants have 

noted that mandatory programs could create backlash. 

Participants in favour of mandatory programs argue that mandatory programs create stronger 

awareness of equity and diversity issues.  One participant, who had experience with 

employment equity programs, said it is necessary to have an enforcement mechanism in place.  

Other participants believe that, at the very least, the Law Society should require firms and legal 

organizations to have equity and diversity policies in place.  Some participants suggested that 

the Law Society ask licensees to answer questions related to their firm’s policies in the annual 

report in order to prompt change. Some participants suggested that requirements  could include 

quotas for the number of racialized licensees that must be interviewed or hired by firms and 

legal organizations; however the majority of participants were strongly opposed to the creation 

of quota systems. 

Some participants support the proposal that firms complete a self-assessment about their 

diversity performance, which would include more than an analysis of demographic data.  One 

participant stated,  

Beyond numbers, look at the way in which interactions are made, the ways in 

which people are hired, anti-nepotism policies, mentoring programs.  All of these 

things are bigger pieces of the diversity pie.  

The majority of participants interested in this idea indicated that the self-assessment should be 

voluntary, however the Law Society could provide incentives for firms to engage in this process. 

There were some participants who were in support of mandatory self-assessments that would 

be conducted by employees instead of firm management to garner more valuable results.   

Additionally, participants stated that the Law Society should provide law firms and legal 

organizations with self-assessment templates and tools.   

 

Collecting Demographic Data 
 

“Data collection is a humble but important first step.” 

                                                           
6 The Justicia Project was launched in 2008 to create a collaboration between medium and large sized firms 

and the Law Society. The participants signed agreements and committed to develop policies, resources, 
practices and programs that would address barriers women face in the legal profession in relation to 
retention and career advancement.  The Justicia Project prompted law firms to review policies and 
practices and to participate in the creation of resources on subjects such as leadership, business 
development, career advancement, parental leave and flexible work engagements, in order to increase 
the retention and advancement of women lawyers. 
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-Participant 
 

The Working Group has heard a broad range of views on the issue of demographic data 

collection; however, most participants agreed that the collection of data would be, as one 

participant noted, “a humble but important first step”.  Some participants believe that mandatory 

data collection is crucial to advancing diversity and inclusion, while others believe that 

mandatory collection could halt the progress that is already being made by firms and legal 

organizations in the area of equity and diversity. 

Participants on the side of mandatory collection had a number of suggestions related to the 

methods of collection and reporting.  The majority of participants, including those in small firms 

and outside of Toronto, were in favour of the Law Society collecting demographic data.  Some 

participants suggested that the Law Society could use the data collected in the annual report to 

provide firms and legal organizations with their individual firm/organization demographic data 

and aggregate demographic data of firms of similar size and location to provide a benchmark.  

Participants also noted that it would be useful to capture information about inclusion and 

advancement in addition to numbers.  Some participants in favour of mandatory reporting stated 

that, in order to create change, the demographic information for each firm should be publicly 

available.   

One participant noted that if the Law Society determines that firms and legal organizations 

should be required to provide their own demographic data, the Law Society should ensure that 

there are processes in place for employees to self-identify.  

Participants in favour of voluntary data collection have noted that a number of large firms are 

already engaging in demographic data collection and inclusion surveys, and are committed to 

this work - should the Law Society mandate data collection, it could have a negative effect on 

the work already being done.  Participants from small firms have indicated that they are unsure 

how mandatory data collection would be enforced.  Some participants believe that demographic 

data should be reported but on a voluntary basis.  A number of participants suggested setting 

data collection as a criterion of a voluntary diversity program.  The Law Society could then 

incentivize data collection by providing ratings or awards for meeting certain levels of diversity 

and inclusion. 

In 2009, the Law Society began collecting demographic data, including race-based data, 

through the Lawyer Annual Report and the Paralegal Annual Report.   A self-identification 

question was included in the annual reports to allow the Law Society to be aware of the extent 

to which the legal profession is reflective of the broader community it serves, to help meet the 

needs of the public, and to develop programs to enhance the diversity of the profession.  The 

Law Society does not link demographic information to firms or legal organizations, however the 

Law Society could consider doing so.   

 

Contract Compliance 
 

“The case for diversity and inclusion has a business foundation” 
- Participant 
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We heard that the Law Society could play a facilitative role by encouraging corporate 

procurement policies that consider supplier equity and diversity.  A number of participants have 

highlighted the Bank of Montreal’s contract compliance program and the work of the Legal 

Leaders for Diversity (LLD) as best practices in this area.   

Some participants noted that they would discourage mandatory contract compliance as often 

people respond better to incentives rather than punitive consequences.  Some participants from 

small firms pointed out that strict mandatory contract compliance related to diversity could be 

difficult for small firms and lead to smaller firms being unable to compete for work for larger 

entities and corporations. 

 

B. Mentoring, advisory services and networking 
 

The Working Group posed the following questions related to this theme in the consultation 

paper: 

 What are the preferred mentoring and/or advisory services models for racialized 

licensees? 

 What are the preferred networking models for racialized licensees? 

 

Mentoring and Advisory Services 
 

“Mentorship is not one size fits all” 
- Participant 
 
In November 2013, Convocation created the Mentoring and Advisory Services Proposal Task 

Force (the Task Force), which is examining the issue of mentoring.  The Working Group will 

consult with the Task Force concerning the information obtained on mentoring and advisory 

services from our consultation process.  

 

Types of Mentoring and Advisory Services 

 

Generally, the Working Group has heard that there is no “one-size-fits all” model for mentorship.  

Different types of mentorship may be required at different stages of a person’s career for 

different purposes.  For example, mentoring could be case-specific or it could be related to how 

to navigate the profession as a racialized licensee.  

A number of participants highlighted the importance of providing mentoring for sole 

practitioners.  Paralegal participants told us that there is a shortage of mentorship programs in 

the paralegal community and thus a significant need.   Other participants have noted that 

racialized licensees in large firms do not have role models within their firms so they should be 

provided with assistance to find mentors from outside their firms.  
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A significant number of participants emphasized that sponsorship is also essential to the career 

advancement of racialized licensees, noting that it would be helpful to have sponsors or 

champions advocating for individual licensees at decision-making tables. 

 

Structure of Mentoring and Advisory Services 

 

Some participants stated that it would be useful to have a panel of mentors who could address 

different facets a licensees’ career, including providing advice on navigating barriers, 

substantive legal issues or on career advancement .  Participants have also noted that 

mentorship should be provided to students before law school, to address pipelines issues, and 

in law school.    

A number of organizations have described their mentoring programs and expressed interest in 

working collaboratively with the Law Society to help licensees in need of mentorship.  One way 

in which this could take place using enhanced website services, the creation of a highly 

functional and welcoming on line mentoring community with links to partner organizations. As 

many organizations have their own websites, the Law Society could function as a connector to 

these kinds of services. 

Participants have proposed various mentorship models, which include: one-on-one mentoring 

with various mentors for different purposes, study groups with people who have similar 

challenges and group mentoring to assist with practice management and career advancement.  

Some participants have suggested that junior licensees could also mentor other junior licensees 

from same racialized community.  In a similar vein, some participants have stated that junior 

racialized licensees could act as effective mentors to senior non-racialized licensees.   

Participants have noted that often mentoring programs have difficulty finding willing mentors.  

One participant also noted difficulties finding racialized mentors because, “we are not grooming 

racialized lawyers to become leaders.”  Some participants suggested that the Law Society have 

licensees note on the annual report if they are willing to be mentors.  The Law Society could 

then create a mentor roster.  Similarly, other participants suggested having a web-based sign up 

for mentors, which would allow the mentors to indicate their area of law and their time 

availability.  Incentives for mentors could include the receipt of professionalism hours for 

mentoring services.   Participants also suggested that mentors receive cultural competence 

training. 

Participants outside of the GTA highlighted specific issues related to mentoring in their regions.  

A number of participants noted that the majority of professional associations that represent 

equity-seeking groups do not operate outside of the GTA, which limits access to association-

based mentorship programs.  One participant stated that if mentorship was to be offered in-

person, it should be geographically accessible for licensees in under-serviced areas. 

 

Networking 
 

“Have more inclusive events.” 
- Participant 
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Many participants have stated that associations of racialized lawyers and paralegals are 

beneficial for fostering collaboration and creating a sense of belonging.  Some participants have 

suggested that it would be useful for the Law Society to facilitate collaboration amongst the 

various associations.   Some participants told us that legal associations are often too costly to 

join. Some of the associations also described concern with the cost of holding events for their 

sectors of the bar at the Law Society and expressed interest in having “in-kind” support and 

partnership from the Law Society to make those events accessible to diverse communities of 

lawyers. 

Some participants have proposed that the Law Society hold regional networking events for 

licensees.  Others note that Continuing Professional Development (CPD) programs can be good 

networking opportunities. 

Participants have highlighted the fact that internationally trained lawyers and sole practitioners 

feel particularly isolated so networking opportunities should also be targeted to these groups.   

 

C. Enhancing cultural competence in the profession 
 

The Working Group posed the following question related to this theme in the consultation paper: 

 How could the Law Society enhance the profession’s cultural competence through its 

CPD programs? 

 

CPD Programs 
 

“We need to be educated about diversity.” 
-Participant 
 
A large number of participants were in favour of the Law Society requiring licensees to 

participate in mandatory CPD training on cultural competence, unconscious bias, and anti-

racism.  Others suggested that this CPD training be provided on a voluntary basis. There was 

concern expressed that requiring this form of training to be taken by all would could be counter-

productive.  In either case however, participants agreed that professionalism credits should be 

provided for CPD training on these topics.  

Some participants highlighted the importance of requiring licensees involved in recruitment, 

hiring and promotion decisions to participate in CPDs related to cultural competence and 

unconscious bias, specifically addressing topics such as bias-free interviews. One participant 

stated, “If attitudes don’t change, the numbers are not going to change.”  Participants suggested 

that this CPD programming could be offered via webcast during summer student and articling 

interview periods.   It was also proposed that the Law Society deliver these programs and other 

cultural competence and anti-discrimination and harassment programs at firms.  

A number of participants noted the need to ensure that education on cultural competence, 

unconscious bias, anti-racism and anti-oppression start at law school and in the licensing 
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process.  A participant suggested that the Law Society use its seat on the Federation of Law 

Societies to encourage the inclusion of cultural competency and diversity awareness as part of 

the core law school curriculum. 

It was proposed that all benchers be provided with the training under consideration in order to 

create a deeper policy understanding of this aspect of the report and to inform Convocation’s 

discussions of the policy alternatives. 

Generally, participants stated that CPD programs should be widely available via webcast and 

recorded.  Additionally, some participants suggested that the cost of CPD be reduced, perhaps 

by working with regional associations. 

 

D. Discrimination and the role of the complaints process 
 

The Working Group posed the following question related to this theme in the consultation paper: 

 How should the Law Society best ensure that complaints of discrimination are brought to 

its attention and effectively addressed? 

 

Complaints of Discrimination 
 

“People have to feel comfortable in accessing policies.” 
- Participant 
 
The Working Group heard a range of suggestions on encouraging licensees to bring forward 

complaints of discrimination. 

Participants suggested updating the Rules of Professional Conduct and the Paralegal Rules of 

conduct to specifically address systemic discrimination and subtle forms of discrimination, so 

licensees are aware that the Rules do allow for complaints of systemic discrimination to be 

made to the Law Society.  Some participants recommended advertising that complaints of 

discrimination can be made through the complaints process.  

Participants noted that licensees will often refrain from reporting experiences of discrimination 

because they fear the negative impact a complaint might have on their careers and reputations.  

One participant stated, “We don’t want to rock the boat or be considered a troublemaker”.   

Participants also noted they feared “micro-aggressions”7 In order to address this fear, some 

participants are in favour of the Law Society creating an anonymous system of receiving 

complaints; however, licensees in small firms said this would not be helpful for them as their 

firms are too small for them to remain anonymous.   Some participants that support an 

anonymous complaints process recommended that the Law Society investigate firms that have 

been the subject of a number of anonymous complaints.  Participants have also suggested 

amending the Rules of Professional Conduct and the Paralegal Rules of Conduct to include a 

                                                           
7 Examples included intrusive questioning on country of origin, education, year of call and age. 
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provision that states that reprisals for complaints of discrimination and harassment are 

prohibited. 

Participants believe that bringing a complaint through an association may not alleviate the 

issues raised.  Some participants have suggested that the Law Society ask licensees, using the 

annual report, whether they have ever experienced discrimination. This information could then 

be collected by firm or legal organization and provided to firm or legal organization 

management.  Other participants propose that the Law Society audit firms to ensure that they 

have policies related to equity, diversity, discrimination and harassment. 

Regardless of the method taken to receive complaints, participants have noted that it is 

important for the Law Society to advise complainants of what action was taken. 

 

E. The Operations of the Law Society of Upper Canada 
 

The best thing the Law Society can do is start to mirror the behaviour they want to see.” 
-Participant 
 
The Law Society has received support from participants for its proposals to enhance its current 

Equity Compliance Program, conduct an internal equity audit, collect further data on the 

regulatory process and to develop a more diverse public face/image for the Law Society.  A 

number of participants have emphasized that the Law Society must model the change it is 

seeking to create in the legal profession, which would include increasing diversity at both the 

governance and the staff levels.  

On a few occasions, participants at the meetings and open houses noted the lack of diversity of 

Working Group presenters. Working Group members attended and presented at open houses 

and meetings when their schedules permitted, and at some meetings, the group of presenters 

did not reflect the diversity of racialized licensees at those meetings. That became a point of 

discussion with participants expressing concern about the overall diversity of Convocation, but 

also expressing satisfaction that there were those from the dominant culture who are interested 

in being part of change and in hearing from licensees on these subjects. 

 

Moving Forward 
 

“Perhaps we are at an inflection point?” 
-Participant 
 

The Working Group believes that we are at a particular point in the history of the legal 

professions where there is a significant possibility for change in the way in which the 

professions engage with equity and diversity principles and practices.  There is a role for the 

Law Society to play in ensuring that we can be a part of a turning point that leads to positive 

change for racialized licensees and the professions in general. 
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As a result, the Working Group plans to continue to consider the balance of the submissions, to 

consider policy options that are within the mandate of the Law Society, apply what we have 

heard about best practices  and bring a final report to Convocation in fall 2015.  

Appendix 1 - List of Written Submissions Posted on Line 
 

Note that the following is a list of submissions received to date where the authors have 

consented to the publication of their submissions. Other confidential submissions have been 

received and further submissions are expected.  

Arab Canadian Lawyers Association 

Association des juristes d'expression française de l'Ontario - French submissions 

Association des juristes d'expression française de l'Ontario - English translation 

Association of Law Officers of the Crown 

Canadian Association of Muslim Women Lawyers in Law 

Canadian Association of Somali Lawyers 

Canadian Hispanic Bar Association 

Canadian Muslim Lawyers Association 

Dhaliwal, Manpreet; Kassam, Abbas; de Mello, Toni; Dabo, Anne-Karine 

Dosanjh, Balraj 

Equity Advisory Group of the Law Society of Upper Canada 

Family Lawyers Association 

Federation of Asian Canadian Lawyers 

Girvan, Robert 

Human Rights Legal Support Centre 

Indigenous Bar Association 

Law Firm 

LawPRO 

Law Students Society of Ontario 
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http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/AJEFO_français.pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/AJEFO%20in%20English.pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/Association_of_Law_Officers_of_the_Crown(2).pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/Canadian_Association_of_Muslim_Women(1).pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/Canadian_Association_of_Somali_Lawyers(1).pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/Canadian_Hispanic_Bar_Association(1).pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/Canadian_Muslim_Lawyers_Association(2).pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/Dhaliwall.pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/Dosangh.pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/Equity%20Advisory%20Group(3).pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/Family%20Lawyers%20Association.pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/Federation_of_Asian_Canadian_Lawyers.pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/Girvan.pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/Human_Rights_Legal_Centre(1).pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/Indigenous_Bar_Association(1).pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/Law_firm.PDF
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/LawPRO(1).pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/Law_Student_Society_of_Ontario(1).pdf


 

Luu, Molly 

Ontario Bar Association 

Ontario Paralegal Association 

Scorey, Andrew 

Dean Lorne Sossin 

South Asian Bar Association 

St. Patrick Baxter, Michael 

The Advocates' Society 

University of Ottawa, Faculty of Law Students 

University of Windsor, Faculty of Law, Equity and Diversity Committee 

Jun Cai Wang 

Women Paralegal Association of Ontario 
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http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/South_Asian_Bar_Association(2).pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/Baxter%20Comments%20Consultation%20Posted%20on%20BDbooks.pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/The_Advocates'_Society(1).pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/uOttawa_Students.pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/Windsor_Law_Equity_Diversity_Committee(1).pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/Wang.pdf
http://www.lsuc.on.ca/uploadedFiles/Equity_and_Diversity/Members/Challenges_for_Racialized_Licensees/Women_Paralegals_Association_Ontario.pdf
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The Consultation Paper and the Consultation Methodology 
 

1. Based on the findings of the informal and formal engagement process, the Challenges Faced 

by Racialized Licensees Working Group (RWG) drafted a consultation paper for the 

profession’s feedback. In October 2014, the RWG also consulted with members of the Equity 

Advisory Group, the Community Liaisons, the Canadian Association of Black Lawyers 

(CABL), the Canadian Association of South Asian Lawyers (CASAL), the Federation of Asian 

Canadian Lawyers (FACL) and the South Asian Bar Association (SABA) and received very 

helpful and important feedback on the consultation paper and consultation methodology. 

 

2. The RWG relied on the advice received to develop the following consultation methodology: 

a. Posting the consultation paper on-line and inviting written submissions from the 

profession, the judiciary, academia and the public;  

b. Holding open house meetings across Ontario, including in Durham region, Hamilton, 

London, Ottawa, Peel region, Sudbury, Thunder Bay, Windsor and York region. 

c. Holding two open house meetings in English and one in French in Toronto. These 

meetings were held at the Law Society and webcast.  

d. Meeting with associations such as the County and District Law Presidents’ Association, 

the Ontario Bar Association, the Ontario Paralegal Association, CABL, SABA, CASAL, 

FACL, the African Canadian Legal Clinic, the Canadian Association of Muslim Women 

Lawyers in Law, and the Arab Canadian Lawyers Association.  Members of the 

judiciary and academia were also included, along with associations representing 

members of the public.  

e. Meeting with representatives of law firms, including Managing Partners.  

 

3. On October 27, 2014, the consultation paper was posted in French and English on-line with a 

deadline for written submissions of March 1, 2015. This deadline was extended to March 15, 

2015.  The following reports were also included on-line: the Stratcom Final Report, the Law 

Society Studies and Scan of Best Practices Report, the Equity Advisory Group Submissions, 

the Community Liaison Report and the Results from Informal Engagements report.   

 

Promotional activities 
 

4. On November 3, 2014, the Treasurer`s office sent an email informing a number of 

associations and individuals of the consultation paper, the consultation process and inviting 

written submissions.  The list of individuals and organizations included, 

 the African Canadian Legal Clinic;  

 the Arab Canadian Lawyers Association;  

 the Association of Chinese Canadian Lawyers of Ontario;  

 the Association of Corporate Counsel, Ontario Chapter;  

 the Association des juristes d’espression française;  
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 the Association of the Law Officers of the Crown;  

 the Black Female Lawyers Network;  

 the Canadian Association of Black Lawyers;  

 the Canadian Association of South Asian Lawyers; 

 the Canadian Corporate Counsel Association;  

 the Canadian Italian Advocates Association;  

 the Centre for Spanish-Speaking Peoples;  

 the Canadian Bar Association;  

 members of the judiciary;  

 the Human Rights Tribunal of Ontario;  

 the County & District Law Presidents’ Association;  

 the Criminal Lawyers’ Association;  

 the Department of Justice representative;  

 the Family Lawyers’ Association;  

 the Federation of Asian Canadian Lawyers;  

 the Hellenic Canadian Lawyers Association;  

 the Hispanic Ontario Lawyers Association;  

 the Indigenous Bar Association;  

 the Internationally Trained Lawyers Program – University of Toronto;  

 the Iranian Canadian Lawyers Association;  

 Justicia Project firm representatives;  

 the Korean Canadian Lawyers Association;  

 the Law Firm Diversity and Inclusion Network;  

 Ontario law school deans;  

 the Law Students Society of Ontario;  

 Legal Leaders for Diversity and Inclusion;  

 the Macedonian Canadian Lawyers Association;  

 law firm managing partners;  

 the Metro Toronto Chinese and Southeast Asian Legal Clinic;  

 the Ministry of the Attorney General;  

 NALP Canada;  

 the Ontario Bar Association;  

 the Ontario Crown Attorneys’ Association;  

 the Ontario Human Rights Commission;  

 the Ontario Paralegal Association;  

 the Ontario Paralegal Network;  

 Presidents of regional law associations;  

 Pro Bono Law Ontario;  

 the Public Prosecution Service of Canada;  

 the Toronto Lawyers Association Roundtable of Diversity Associations (RODA);  

 the South Asian Bar Association;  

 the South Asian Legal Clinic of Ontario;  

 the South West Region Women’s Law Association;  
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 The Advocates’ Society;  

 the Toronto Lawyers’ Association;  

 the Urban Alliance on Race Relations;  

 the Women’s Law Association of Ontario;  

 the Women’s Paralegal Association of Ontario; and  

 Young Women in Law. 

 
 

5. An Ontario Report advertisement has been regularly published in French and English since 

mid-November, emails have been sent to the profession informing them of the consultation 

process and the consultation process is well advertised on the Law Society website. 

 

Meetings held to date 
 
6. The following table provides an overview of the meetings held to date.  

 

Date Event/Organization Working Group 

Members and Law 

Society 

Representatives 

Number of 

Participants 

October 29, 2014 University of Ottawa, 

Common Law Faculty 

 

Raj Anand 100 students and 10 

professors 

October 31, 2014 Canadian Association of 

Black Lawyers annual 

conference 

Julian Falconer 

(Vice-Chair) and 

Howard Goldblatt 

(Vice-Chair) 

 

70 lawyers and 

paralegals 

November 3, 2014 Treasurer Liaison Group Julian Falconer 

 

15 lawyers and 

paralegals 

November 13, 2014 CDLPA plenary Josée Bouchard, 

Director, Equity 

70 lawyers 

November 17, 2014 Sexual Orientation and 

Gender Identity 

Committee meeting of the 

Ontario Bar Association 

 

Raj Anand 30 participants 

November 18, 2014 Conference and launch of 

a book on employment 

equity at Ryerson 

University 

 

Raj Anand 85 participants 

Convocation - Equity and Aboriginal Issues Committee/Comité sur l’équité et les affaires autochtones Report

367



 

6 
 

Date Event/Organization Working Group 

Members and Law 

Society 

Representatives 

Number of 

Participants 

November 19, 2014 New Paralegal Reception Treasurer Minor and 

Cathy Corsetti 

introduced the 

Consultation Paper 

 

100 paralegals and 

lawyers 

November 22, 2014 Ontario Paralegal 

Association Annual 

General Meeting 

Raj Anand 170 paralegals in 

person and 125 via 

webcast 

December 1, 2014 Representatives of Legal 

Leaders for Diversity 

Treasurer Minor, 

Janet Leiper, Raj 

Anand 

4 LLD senior general 

counsel 

December 3, 2014 Ottawa French Law 

Practice Program 

 

Josée Bouchard 20 candidates 

January 12, 2015 Brampton Open House Robert Burd, Janet 

Leiper and Malcolm 

Mercer 

59 licensees 

January 14, 2015 Law Firms Inclusion and 

Diversity Network 

Raj Anand, Janet 

Leiper and Malcolm 

Mercer 

 

25 firm 

representatives 

January 15, 2015 Toronto Open House Treasurer Janet 

Minor and Robert 

Burd, Howard 

Goldblatt, Janet 

Leiper, Malcolm 

Mercer and Marion 

Boyd 

 

100 licensees in 

person and 170 via 

webcast 

January 19, 2015 Arab Canadian Lawyers 

Association 

 

Raj Anand and 

Howard Goldblatt 

 

5 board members 

January 20, 2015 Windsor Open House Raj Anand and 

Howard Goldblatt 

 

22 lawyers and 

paralegals 
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Date Event/Organization Working Group 

Members and Law 

Society 

Representatives 

Number of 

Participants 

January 21, 2015 Federation of Asian 

Canadian Lawyers 

 

Raj Anand and Janet 

Leiper  

15 board members 

January 26, 2015 London Open House Howard Goldblatt 

and William 

McDowell. Also 

attending were 

benchers Michael 

Lerner and Judith 

Potter. 

 

25 lawyers and 

paralegals 

January 27, 2015 BMO representatives Raj Anand, Janet 

Leiper and Malcolm 

Mercer 

2 representatives 

January 27, 2015 York Region Open House Howard Goldblatt, 

Janet Leiper and 

Malcolm Mercer 

 

20 lawyers and 

paralegals 

January 30, 2015 Law Firm Inclusion and 

Diversity Network 

representative 

Janet Leiper   

January 30, 2015 Sudbury Open House Susan Richer. Also 

attending –bencher 

Jack Braithwaite. 

 

7 lawyers and 

paralegals 

February 3, 2015 Durham Region Open 

House 

Raj Anand and 

Malcolm Mercer 

15 lawyers and 

paralegals  

February 5, 2015 Ottawa Open House Treasurer Janet 

Minor, Raj Anand 

and Malcolm Mercer.  

Also attending – 

benchers Constance 

Backhouse and 

Adriana Doyle.  

80 lawyers and 

paralegals 
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Date Event/Organization Working Group 

Members and Law 

Society 

Representatives 

Number of 

Participants 

 

February 9, 2015 African Canadian Legal 

Clinic 

Raj Anand, Avvy Go, 

Howard Goldblatt 

and Malcolm Mercer 

 

3 representatives 

February 18, 2015 South Asian Bar 

Association 

Raj Anand, Avvy Go, 

Janet Leiper, 

Malcolm Mercer 

9 board members 

February 19, 2015 Canadian Association of 

Muslim Women Lawyers 

Malcolm Mercer 5 members 

February 23, 2015 Thunder Bay Open House Julian Falconer  17 lawyers, paralegals 

and law students 

February 23, 2015 Osgoode Hall Law School 

Diversity Week 

 

Raj Anand 20 participants 

February 24, 2015 Hamilton Open House Malcolm Mercer, 

William McDowell, 

Susan Richer.  Also 

attending – benchers 

Ross Earnshaw, 

Gerald Swaye and 

James Scarfone. 
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Date Event/Organization Working Group 

Members and Law 

Society 

Representatives 

Number of 

Participants 

February 24, 2015 Roundtable of Diversity 

Organizations (RODA) 

Raj Anand, Janet 

Leiper, Avvy Go 

15 members 

February 25, 2015 Toronto Open House Treasurer Janet 

Minor, Raj Anand, 

Julian Falconer, Avvy 

Go, Janet Leiper, 

William McDowell, 

Susan Richer.  

Bencher Jeffrey Lem 

also attended. 

70 licensees in person 

and 169 via webcast 

February 27, 2015 Canadian Hispanic Bar 

Association 

Avvy Go, Janet 

Leiper, Malcolm 

Mercer 

 

2 members 

March 11, 2015 Canadian Italian 

Advocates’ Organization 

Janet Leiper 11 members 

March 17, 2015 Toronto Open House in 

French  

Raj Anand and Josée 

Bouchard 

35 participants 

March 18, 2015 University of Ottawa, 

Faculty of Law, faculty 

members 

Raj Anand 9 participants 

March 20, 2015 BMO Open House Avvy Go and 

Malcolm Mercer 

60 participants 

March 25, 2015 Iranian Canadian Legal 

Professionals 

Janet Leiper, Jeffrey 

Lem and Malcolm 

Mercer 

9 members 

 

 

Observations to Date 
The following are observations raised by participants in the consultation meetings outlined 
above.  
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Question 1: How should the Law Society act as a catalyst for the establishment of 
diversity programs within firms and why? 
 

Diversity Programs 

 Interested in the Law Society of England and Wales model. The Law Society of Upper 
Canada could adopt an inclusion charter. Participating in the inclusion charter project would 
not be mandatory but once committed to the program, firms would have to report annually 
to the Law Society. The charter would be a principles-based document that could address 
articling, recruitment and promotion practices, and there could be incentives to adhere to 
the charter. Participants could be asked to report to the Law Society about systems 
improvements and progress. The firms would collaborate to develop relevant resources. 
Voluntary participation would be better as it creates buy-in. 

 

 Not in favour of requiring standards and compelling someone to do something but in favour 
of a self-assessment approach. Reforming the culture from the top down is a good 
approach.  Putting the ideas into the mainstream discourse would have a huge impact on 
large firms.   
 

 Adopting a model like the Justicia project would be good because it was a successful 
project. 

 

 Proposing several approaches targeted to different types of practices could be an 
acceptable approach. For example, a small firm may not have the resources to undertake a 
voluntary project. However, if standards and resources are made available, that could be 
helpful. For the larger firm environment, different factors are at play.  

 

 Not in favour of mandating programs. The research from the Law Society of England and 
Wales and Australia show that change happens slowly. If the Law Society asks firms to 
self-assess, it should ask more than numbers.  
 

 There are a variety of tools on diversity and inclusion. It is important to look beyond the 
numbers, for example, consider the way in which interactions are made, the way in which 
people are hired, the way in which mentoring programs are structured.  
 

 Where the Law Society can really assist is by developing an assessment tool that can be 
used by all law firms and even beyond, for example by government and the judiciary.  

 

 The idea of a diversity project or education in firms is good but firms should do more than 
provide bare minimum training that does not address cultural inclusivity. Measuring the 
quality and implementation of programs is important.  
 

 Law Society should consider adopting programs for regions and for all sizes of firms.  
 

 Racialized lawyers do not want to be recognized because of their race, they want to be 
recognized because of their competency. It is important to hire based on competence, not 
colour. 
 

 Doing a project on race without looking at other factors such as gender, sexual orientation, 
religion, socioeconomic class, is incomplete.  It might be a richer picture to look at 
intersectional matrixes and those who are particularly vulnerable.   
 

Convocation - Equity and Aboriginal Issues Committee/Comité sur l’équité et les affaires autochtones Report

372



 

11 
 

 For many of the firms, they are just starting to measure progress through for example 
inclusion and diversity surveys. Mandatory reporting would lead to losing faith in the 
system. Change is slow and we need to do things that have an impact.  
 

 Because we are just starting to implement strategies for change, the Law Society should 
start with the carrot rather than a stick.   
 

 For larger firms, look at whether they are hiring diverse cultures. Diversity makes good 
business sense and the Law Society should impose self-assessments.  

 

 It is difficult for the Law Society to regulate certain policies in law firms. Mandatory 
programs would not be effective. 
 

 Problem with mandatory diversity programs is the risk of backlash from the bar.  If anything 
is going to be implemented, such as a diversity project or initiative, it should be on a 
voluntary basis by building the social consciousness of the bar.  We have a larger 
responsibility as members of the Law Society to increase access to justice.  If voluntary, 
then there can be a genuine impact on society.     
 

 Required standards would be too bold.  If it is a requirement, it gets peoples` back up. 
 

 Mandatory hiring practices would make those who are already feeling marginalized, feel 
even more so.  
 

 It is not just an issue of human rights, it is an issue of professional conduct.  There are rules 
prohibiting discrimination already.  The approach ignores the fact that this is a professional 
conduct issue.  The requirement that there must be a policy is important but imposing what 
the policy must look like would not be as useful. The Justicia model is a wonderful idea.    
We are well beyond whether or not we should have discrimination policies.  

 

 Not seeing anything regarding setting the example, templates for what policies should look 
like, hiring people to work in the office to assist firms to create these policies. Have 
meetings with managing partners and offer to assist in recruiting better and interviewing 
using questions that do not focus on fit.  Model questions to pass to recruiters. 

 

 When we talk about mandatory, paralegals struggle to make ends meet. More mandatory 
programs would impact on paralegals more than lawyers.  

 

 Programs have to start with the Law Society as the governing body. It will not happen by 
relying on the firms only. This is an issue that has been ongoing for many years.  

 
Mandatory Programs and External Monitoring 
 

 These are really important issues and if we are going to make programs mandatory, 
education should be a component.  
 

 Based on the experience with employment equity in the federal sector, it is not successful 
when it is voluntary. You need the mechanism for enforcement. It works if you have 
bonuses attached to promoting equity. People say the right things on paper but not in 
practice.  
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 The Law Society could do audits. What works is shaming.  
 

 There needs to be outside monitoring. It is more than demographics and one needs to look 
at the quality of work etc. 
 

 The Law Society has access to the data from the lawyer and paralegal annual reports.  
Include broader questions to the members such as “does your law firm have diversity 
policies”?  If a lawyer or paralegal does not know the answer, he or she can go to the 
managing partner to ask for the policies. And if enough members go to their managing 
partner with that question, if there isn't a policy, the managing partner may decide to set up 
a committee to develop a diversity policy.  
 

 If you don't comply with CPD requirements, the sanction is suspension of license.  Maybe 
something like that could be implemented.   
 

 We need to look at what has happened in the past.  The gender equity gap is still there 
even with employment equity. The problem was partly lack of enforcement.  The example of 
the Securities Commission and women on boards is good.  Organizations have to self-
report and they will make the numbers public or the organizations will and then the clients 
can make informed decisions.  Put things in place so firms can see it is within their own 
best interest.   
 

 There should be a requirement for a diversity policy, at the very minimum.  If you have the 
policy or are required to have the policy, eventually people start talking about it.  For 
example, workplace violence policies led to employees and clients talking about the issue. 
If you want law firms to start doing things and talking about it, should require at a minimum 
diversity policies.  Encourage firms to conduct interviews with standardized and non-
discriminatory questions. 

 

 Requiring standards model is the best model because there are concerns with leaving it up 
to firms. Making it mandatory would be more efficient. Mandatory standards for larger firms 
only, not sole practitioners or sole firms - don’t want to add to their burden. 
 

 Mandatory standard for hiring practices – make hiring committee itself more diverse, where 
applicable. This to apply at all stages, i.e. articling hiring committee to consider diversity 
when picking which articling students to interview. Diversity lens to be applied at all stages, 
and if people equally qualified and one racialized and one not, racialized licensee should at 
least be considered. 
 

 The Law Society should enforce minimum standards so there is consistency in the province 
in terms of diversity standards and goals.  Ontario is a diverse place but in some 
communities there are few racialized licensees.  Firms can report on these standards in the 
“comply or explain” method.  No one wants the Law Society to impose punitive measures 
for not meeting certain standards.   
 

 Mandatory self-examination is the right approach, for example: self-examination with 
demographics, contract compliance, what steps have you taken this year to augment your 
firm's knowledge of diversity issues. 
 

 If firms have implemented a diversity project and it is not meeting the benchmark, they 
should explain.  
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 The Law Society could require firms to interview a certain number of students from 
racialized backgrounds.   
 

 In the same way that lawyers have to submit a yearly report about their practice at the end 
of the year, they should also have to report on diversity within their firm, the demographics 
of their firm, what policies they have in place to accommodate diverse identities and which 
areas they should improve on –i.e. recruiting and retaining racialized articling students and 
lawyers. 

 
Create Incentives 
 

 Reward firms that demonstrate that they are diverse by giving them reduced fees. Do not 
force them, but encourage them to bear that in mind when hiring. 
 

 Don't know if offering incentives for diverse workforces would be particularly feasible or 
correct. It doesn't get to the root of the problem. 
 

 We should propose that if a firm is hiring diverse candidates and have diversity and 
inclusion program, they will be honoured and there will be financial benefits. There can be a 
financial penalty for not following policies. Prefer honouring than shaming.  
 

 
Begin at Law School 
 

 Inappropriate comments are made in interviews and at the workplace, but they are also 
made as early as law school.  Those at law school don't have the tools to address 
inappropriate comments.   
 

 Many students do not know what is and isn't appropriate. Some students do not know that 
there are programs to report inappropriate behaviour. They attend all kinds of seminars, 
such as how to dress for an interview, but there is nothing about how and where to report 
inappropriate questions or comments. Some of the information provided during interviews 
for example is inappropriate and borders on offensive. It would be great to make students 
aware that if they are asked inappropriate questions, they can report.  
 

 The report talked about how large numbers of racialized licensees are forced into sole 
practice. What is the Law Society doing with the community colleges to teach them how to 
build and run a business?  
 

 The Law Society should offer resources at an earlier point. It could offer more mentoring 
and resources for students.  

 

 Some form of education should be done with professors at law schools. They invite their 
preferred students to social events, they help them with job opportunities, and they provide 
references. This starts at university. Not just in the workplace.  
 

 The articling recruitment process is not transparent enough. It is unsettling that students 
don’t know why they didn’t get hired.  
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Conduct Continuing Profession Development Programs (CPD) on Cultural Competence 
 

 Firms could do general CPDs on cultural competence, inclusiveness and unconscious bias. 
Only one firm is conducting CPD programs on those topics at the managing partner levels.  

 
Consider Diversity at the Law Society 
 

 To "act as a catalyst”, you need to look at how many benchers are racialized and whether it 
reflects the 17% in the profession.  
 

 The Law Society needs benchers who are champions and champions in firms.  
 

 There are deeper issues than numbers, such as the difference in perception of 
understanding of issues. The best thing the Law Society can do is start to mirror the 
behaviour it wants to see. Have a more reflective Law Society.  
 

 How The Law Society should be a role model to other firms. Diversity at the board level and 
committees is important. They should all show and lead by example.  
 
 

Impact of Fees 
 

 Have you considered that many racialized licensees do not come from affluent 
backgrounds and have to open sole practices to work?  Fees are prohibitive.  
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Question 2: What is the preferred model for the collection of firm demographic data 
and why?  
 
 

 The data has to be voluntary, confidential.   
 

 It might be difficult to make self-identification an obligation as part of the lawyers or 
paralegals job.  
 

 In order to be measurable, the data collection piece is crucial. One of the thing, in addition 
to tracking how many racialized lawyers there may be (not sure whether mandatory or 
voluntary) is to track progress of racialized lawyers. It is more difficult to do. The 
advancement is where the consultation has revealed that there is a lot of 
concerns/challenges in the profession. 

 

 Reporting on a firm by firm basis is important. Let firms know the number of racialized 
licensees in their firms and then publish the information. Take them to task for their 
business case on diversity. 

 

 If we are reporting either through mandatory reporting to the Law Society or through the 
annual report, the firms should be aware of the numbers for their firms. 

 

 The Law Society should have mandatory data collection. Not so you can identify specific 
individuals, but so you can see trends in the profession. Provide incentives for firms to 
disclose the data. The Law Society could work with firms to develop incentivized systems. 
The Law Society could report on an aggregate basis and could include the Law Society 
reporting to firms.  
 

 To implement change we need more stick than carrot.   
 

 Developing a matrix with respect to the assessment tool and then requiring the firms to be 
champions of diversity is a good idea. You can then rate them: gold, silver, bronze. 

 

 Firms need to feel comfortable that they have contributed in the way the data is collected. It 
is also important to capture more than just data, more particularly inclusion information. 
How lawyers feel in their firms.  

 

 The annual report does not have to be only about head count. If you ask questions about 
equity programs in the annual report, then the lawyers would ask their firms about those 
programs.  

 

 Racialized lawyers have gravitated to public sector/government. The Judicial Appointments 
Advisory Committee (JAAC) is a good model to follow.  The hiring committee is very diverse 
and the onus is to be more representative.  There was an analysis done of the 27 years that 
they have been in existence. When they first started, the provincial bench was over 95% 
White male and less than 3 or 4% women.  Now it's 37% of women. And racialized judges 
were way less than 1% and now it is at 7.5%.  It was not mandatory, but just having a 
mandate, a public policy and committee that was diverse and had an open mind made 
change happen.  It took 25 years.     
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 Do not think you would prompt firms to make changes if the Law Society just collects and 
aggregate the numbers. The Law Society would need to identify firms. 
 

 There is value in looking at how long licensees stay at a firm.  For example, if you have a 
first year associate who stays one year and gets replaced by someone else. How do you 
count?  
 

 When measuring becomes mandatory how do you deal with the perception that it is 
quotas?  
 

 Data should be collected.  We are in a privileged profession that few people have access to 
– we should know its composition.  Like the idea of Law Society collecting the data because 
every individual licensee can report on their own.  Maybe the Law Society can do both: from 
the firm's perspective and from the individual basis.  Perhaps it should be voluntary.  
 

 There is a big debate on who considers themselves to be racialized.  When other people 
identify the diversity of the firm membership it is problematic.  
 

 If you don't collect the data, how do you understand the problem? 
 

 There is no real debate about the need for data collection.  The issue is how we do it and 
how we use it.  To collect data and not share it is useless.  Firms collecting data internally 
and not reporting is meaningless.  It doesn't do anything to help us understand what is 
going on and it doesn't help to see what is happening over time.  We need the data shared, 
not just collected.  Yes, it should be mandatory because if not, there will be holes. There will 
be some reporting and some not.  In order to understand the whole, we need to have all the 
information available to us. 
 

 We need to collect data, but what data?  Not just how many people in the firm but also what 
are they doing in the firm?  Are they sitting on boards?  We need to start with Law Society 
not just firms.  Entry into profession: we should ask questions on the Licensing exam 
regarding responsibilities to uphold equity and diversity.  The Law Society should collect 
numbers for the Law Society itself - staff, benchers.   
 

 Le premier point c'est le Barreau. Il faudrait que tous les comités du Barreau aient des 
personnes racialisées.  

 

 We need to have policies.  We can't legislate kindness and fairness. If firms have to say 
how many people are racialized, that works. If numbers are published, firms will change.  
 

 Would like to see law firms promote diversity through their website by publishing the 
numbers of different diverse lawyers. The Law Society can encourage instead of punish. If I 
can go to a website one day and see people from different countries that makes me feel 
welcome.  
 

 Mandatory monitoring leads to push back. Before we resort to the stick, try the carrot first.  
 

 More data needs to be collected in addition to someone's skin colour. Some tend to hire 
from the same race. Not all racialized licensees come from the same background. This 
needs to be addressed.  
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 All the findings should be disclosed by the firms. The new generation is interested in 
companies that are hiring diversity. In 10 to 20 years, having the data out there will have an 
impact.  
 

 Consistent demographic data standards are important, data should also be public to legal 
profession. This will help with consistency of data: number of racialized licensees at 
associate, partner, new hire, articling student, summer student levels. 
 

 Need to also collect and analyze data, more specifically, which racialized groups are 
moving up and which are not.  
 

 The voluntary self-identification survey in annual report should be mandatory. The Law 
Society should get firm data. The comparison should be to the Ontario population.  The 
results should be provided to everyone in the firm.  
 

 The Law Society should make firms disclose publicly.  If it is public, things will change. 
 

 Firms could report demographic data to a third party, instead of the Law Society. 
 

 The gathering of demographic data should be mandatory because without numbers, many 
people deny that there is even a problem.  That data is essential to moving forward with 
effective diversity and inclusion initiatives and having a broader impact on access to justice. 
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Question 3: How could the Law Society work with in-house legal departments to 
develop model contract compliance programs for in-house legal departments that 
retain firms? 
 

 The Law Society should work with the Legal Leaders for Diversity to develop model 
contract compliance programs that would require potential suppliers to provide diversity 
statistics during the RFP process.  
 

 This depends on firm size. Data gathering in a bigger firm is a lot easier. They are more 
institutionally disposed.  
 

 The recruitment for in-house legal departments should be more transparent.  
 

 There needs to be some process where large organizations like banks collect data. How do 
lawyers give input so that they are not excluded from the process?  
 

 The Law Society could create tools for clients who can ask their law firms to reflect these 
characteristics. 
 

 The Law Society could tell people in CPD that this is coming – provide examples of 
companies that do impose.   
 

 While the idea of contract compliance is a good one, would discourage any mandatory 
contract compliance.   
 

 In-house departments can hire consultants in race relations and diversity to help them with 
contract compliance - not the Law Society’s role.  The Law Society`s role should be limited 
because of the private nature of contracts and tenders. 
 

 The Law Society could have a roster of firms and members that have said they are 
committed to diversity and these are the steps they are taking and then get recognized for 
it.  If someone is looking for firm to do business with, they can go to the Law Society 
website and see firms that have committed to diversity.   

 
 

Convocation - Equity and Aboriginal Issues Committee/Comité sur l’équité et les affaires autochtones Report

380



 

19 
 

Question 4 and 5: What are the preferred mentoring and/or advisory services 
models for racialized licensees?   
 

 Mentorship is not one-size fits all. There are different types of mentorship needs at different 
stages of your career for different things.   
 

 Substance based and professional based mentoring is needed. It is needed in law school.  
 

 Racialized lawyers also need guidance from non-racialized lawyers. Their network is so 
small.   
 

 There is a lot of value in one-on-one contact. However, it is better to have a diversity of 
perspectives. Especially new lawyers - they don't necessarily have the connections so a 
mix based on the person's interests is important. Mentors do not necessarily have to be 
racialized. There needs to be adequate representation.  
 

 Limited scope advisory services provide opportunities to have conversations about work in 
a structured way.  

 

 Reservations about remunerated services because of potential failure. Also, remuneration 
changes the dynamic of the relationship (e.g. the time is limited).  
 

 Legal Leaders for Diversity’s mentorship program is great. They get mentees to come to 
each event.  Mentorship outside of the firm is important. 
 

 We need to move away from looking at senior lawyers being a mentor to junior lawyers 
from same community. We should train recent lawyers on how to become leaders in law 
firms or organizations.  
 

 The Law Society has huge resources. Have an incentive for mentoring and put it on the 
website (on-line mentoring). Form a culture about giving our time.  
 

 Mentoring is challenging. People do not understand what mentoring means. It is hard to 
develop that relationship with someone and get them interested. Mentoring should be a 
combination of one-on-one and group - depending on what the person needs. 
 

 If racialized and born outside Canada, the problem is compounded. You turn to your 
community and they are your competitors. Mentors are not opening up.  
 

 Reward positive behaviour - give recognition for mentoring. In firms, you can give 
compensation.  
 

 In terms of what the mentoring would look like: large firms could provide mentoring for 
paralegals. They could provide the experience of working in a firm.  
 

 The Law Society could disseminate the information more broadly - notices to the 
profession, more marketing.  
 

 The Law Society should offer resources at an earlier point. More emphasis should be 
placed on pre-law.  
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 Racialized licensees need to have someone who understands their experience and the 
mainstream experience. 
 

 Study groups would be great to integrate racialized licensees with people who have the 
same challenges.  
 

 There is a lot of value in peers getting together. 
 

 The profession does not really know the professional associations of racialized licensees.  It 
would be a good practice to disseminate that information more broadly so if a licensees has 
an issue, they can call upon one of these associations.   
 

 It is useful to have different mentors that can speak to different challenges - gender, 
advancement, moving into new area; to have more than one person who can provide that 
unique perspective that someone that is young might need.   
 

 Law schools have mentors for law students. Racialized students work together and talk to 
each other. There are not a lot of role models (even on faculty).  We need to have a safe 
place to have discussions. 
 

 A good mentor (could have more than one) gives you career advice and substantive advice. 
You can have all of that but if there is still systemic discrimination, it does not work. 
 

 It is worth thinking about the value of cross cultural mentorship. The Law Society could play 
a real leadership role there. In terms of gender too, senior women can mentor young men. 
 

 The Law Society should have people note on annual report that they are willing to be 
mentor and create a roster. 
 

 By the time people have their licenses it's too late.  Schools are supposed to provide 
networks.   
 

 Mentorship must be work-related.  Mentorship should be within organizations by senior 
dominant people with women or racialized individuals.  
 

 The Law Society should encourage recognition amongst members of the bar that mentoring 
should not just be unidirectional. It can help to develop relationships with younger lawyers 
because mentors and mentees have a lot to learn from each other.  Intercultural, 
intergenerational. 
 

 The Law Society could develop an initiative addressing specific areas where a sole 
practitioner may need assistance. Licensees could apply to a fellow-type program (e.g. 
Maytree's fellow program) where you have a series of different sessions on how to run a 
practice.  
 

 Mentoring or networking events have to be able to cater to racialized licensees who work in 
under services areas.  
 

 The Law Society could give an incentive of 1 professional hour for mentoring.  
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 The Law Society should send a mass e-mail to new licensees, at first contact with the Law 

Society, encouraging them to contact organizations such as the South Asian Bar 

Association and the Federation of Asian Canadian Lawyers.  The Law Society should train 

mentors within those associations to standardize mentorship and provide logistical support, 

like meeting space.  

 

 Why reinvent the wheel – mentoring can be done through organizations.  Organizations 
would require some support, but organizations would best serve needs of mentees.   
 

 Sponsorship is different than mentoring because sponsors take an ongoing interest in the 
career development of the mentee. 
 

 There are too many mentoring options – Law Society, Ontario Bar Associations, law 
schools, large firms etc.  There must be a better way of coordinating.  The regulator has a 
role in this.   
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Question 5: What are the preferred networking models for racialized licensees? 
 
 

 CPD budgets are small for sole practitioners. It would be useful to have CPD sessions that 
the Ontario Bar Association and the Law Society could jointly host. There could be well-
known experts in the area and they could make a presentation for free. This could be 
mandatory. There would be one event per section per year.  
 

 Having organizations of specific cultures that can relate and assist is helpful.  
 

 When racialized licensees are restricted to racialized groups, they can sympathize and 
develop opportunities within these groups – but this also insulates them from the rest of the 
networking that could be much larger and provide more opportunities.  Networking should 
be available to everyone. 
 

 The Law Society should have regional networking events sponsored by the Law Society 
and encourage people to come out.   

 

 Networking should start very early.  The Law Society should provide internationally trained 
lawyers with networking opportunities – the exemption from articling results in 
internationally trained lawyers having no contacts in legal community.  This should be 
communicated to lawyers applying for an exemption.  
 

 Associations are costly and for someone unemployed, it may be difficult to join.     
 

 The Law Society should have more inclusive events - e.g. consider excluding alcohol from 
some networking events, to make them more accessible. The Law Society should also 
have events that are more financially accessible. The Law Society could provide 
space/other support. 
 

 The Law Society should not charge organizations so much to have events.  They should 
recognize that organizations are in the trenches (working with lawyers, volunteers). There 
should be some recognition that the Law Society has a facility, and organizations can come 
and use it.    
 

 There should be more broad-based networking events that are not focused on being 
culturally in Canada for a long time to understand them.    Because events are informal, 
there is a lowering of formality in the sense of how you deal with individuals. 
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Question 6: How could the Law Society enhance the profession’s cultural 
competence through its Continuing Professional Development (CPD) programs? 
 
 

 In favour of having some type of CPD to address unconscious/semi-conscious bias as a 
start. CPD should start early.  Networking, mentoring and CPD should start at law school - 
then Licensing Process and running through the profession.  The break between the Law 
Society and law schools is an artificial division because a lot of problems start at law 
school. The Law Society should tell, suggest, and strongly encourage law schools to adopt 
programs. There should be meshing between law schools and the Law Society.   
 

 Unconscious bias training should start  the top down.  This could be done in firms of more 
than 10 people – does not have to be only in 50 person law firms.  
 

 The cost of CPD is a big issue for sole and small practitioners.  The prices of the programs 
could be reduced. More sessions means more socialization.  
 

 In order for people to go to cultural competence training, there needs to be a draw factor. It 
would be challenging to attend if it is not attached to substantive topics.  
 

 The starting point is to take the dominance and understand the privilege that we face. 
Teaching White people about their privilege is a good starting point. Don't teach about 
cultural competence, teach about privilege.  
 

 This would require a mandatory CPD hour on understanding of the barriers as an initial 
step. One hour for 1 professional credit. The Law Society can then build on that. Do not 
teach on cultural competence –teach on understanding the barriers.  
 

 Racialized lawyers tend to work in smaller firms. Smaller firms don't have money for CPD.  
The Law Society should not make cultural competence CPD mandatory because a lot of 
firms don't have money to spend.   
 

 The Law Society should have cultural competence CPDs with professionalism credits. This 
should be offered as webinar and should be recorded.  
 

 The Law Society should have all interviewers do unconscious bias training, delivered as a 
webinar. There would be good uptake. 
 

 The Law Society could go to law firms and provide training programs on workplace 
harassment.  

 

 The Law Society requires CPD for professional content hours, why not include certain 
hours dealing with cultural exploration or understanding?  
 

 Cultural competence training should be offered in law school and to those responsible for 
student applications for law schools. There should be mandatory CPD programs that 
address these issues and an incentive provided for participation. 
 

 Cultural competence is not recognized as an important competency for lawyers in Canada, 
but it should be.  The Law Society could use its seat on the Federation to include cultural 
competency and diversity awareness as part of core curriculum.   
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 Diversity education should be over and above current CPD. There should be a different 
category that is a requirement (i.e. under professionalism). 
 

 This is a systemic issue.  There are a lot of CPD programs on cultural competency.  The 
Law Society has to get to decision makers - it's about unconscious bias. The Law Society 
needs to provide mandated topics that firms have to talk about and do some work on.  
 

 Cultural competence training could be mandatory to allow for standardized values across 
the province. The profession needs to be educated about our diversity. Make the training 
affordable for everyone.  
 

 One of the main problems is accessibility of education. The Law Society should make it 
easier to get the education in the regions.  
 

 The Law Society should consider anti-racist programs. The Law Society could include an 
element into each CPD programs, for example in anti-racist education. The Law Society 
cannot legislate societal change. 
 

 “Anti-discrimination” might be more useful terminology as opposed to “cultural competency”.  
It can be hard to avoid stereotypes and hard to have sophisticated conversation about 
these issues. 
 

 There is CPD on how to not get sued/how to be professional/get retainers/protect yourself.  
This should be more of an education process.  The Law Society should start bringing in a 
bit more awareness through the education process of what the issues are and how you can 
become better person.  A little bit could be included at one CPD or more at another.  We 
should be made to realize that there are some biases there. 
 

 For cultural competence CPD, The Law Society will have to use associations.  Big 
providers will not be able to do it and people will not be able to pay for it.   Big firms give 
their employees all of their professionalism hours - not everyone has access.  Associations 
can provide CPD at a reasonable cost.     
 

 The Law Society should have more diversity on CPD panels.  
 

 Canadian law firms could benefit from direction on best practices in creating diversity 
programming.  It is not enough to do a one or two hour workshop for 150 lawyers to provide 
2 hours of CPD accreditation.  It takes 30-50 hours of individual self-work to move up in 
cultural competence.  Canadian law firms should have intensive, in-depth behavioural 
change programming that causes people to be more inclusive.  Key challenges - 
behavioural change both individual and systemic.  It costs money to drive behavioural 
change. The Law Society can provide guidance when it comes behavioural change and 
cultural competence. 
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Question 7: How should the Law Society best ensure that complaints of 
discrimination are brought to its attention and effectively addressed? 
 

 Increase the knowledge of the complaint process. 
 

 The Law Society could have an anonymous process to receive complaints.  
 

 There should be a ‘no reprisal’ section in the Rules.   
 

 A place to start to make sure all licensees know about the possibility of systemic complaints 
would be updating the Rules of Professional Conduct.  

 

 The associations may have a role to play.   
 

 One issue is that the Rules do not get at subtle forms of discrimination - discrimination on a 
daily basis.  The Law Society should give thought as to how the Rules can be crafted to 
address subtle discrimination. 
 

 The issue of fear is a really significant issue, especially for younger lawyers who are afraid 
of what a complaint would mean for their career.  Bringing a complaint through an 
association may not alleviate the problem.  The Law Society could build in confidentiality 
mechanisms.  
 

 If anonymous complaints regarding the same firm are made, then the Law Society could 
send investigators. 
 

 An anonymous complaints service might be helpful, especially because data shows that a 
huge part of this is invisible biases. People don't even realize when they are discriminating.  
The Law Society should inform them that there is a problem.  This does not address the 
situation in smaller or medium sized firms.  The Law Society could ask licensees in the 
annual report whether they have ever experienced discrimination, collect the information by 
firm, and pass it on to managing or senior partners.  
 

 The concept of the complaint process is key. People have to feel comfortable in accessing 
the process.  The idea of an audit can be helpful.  It takes the onus off the individuals and 
puts the onus on the firm.  Firms will feel they have to answer if the Law Society is asking.   
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On Connections between Aboriginal Peoples’ and Racialized Peoples’ Experiences 
 
 

 Indigenous is not defined along the basis of race, but of nationhood. The obligation the 

Canadian government owes to Indigenous people is very different from what is owed to 

racialized people in Canada. Therefore, the strategies to respond to racism against 

Indigenous people will be different because of that history. 

 

 Geography can be a factor in understanding racism. 

 

 There are important reasons for keeping key, specific concerns relating to Aboriginal issues 

separate. The acuteness of the Indigenous experience of racism relates to the history of 

Indigenous people in Canada. It’s a problem that needs to be named, identified, and 

addressed. It’s a complex problem and not enough research has been done on it yet. 

 

 It’s a false dichotomy to force people to either follow the Aboriginal or the racialized path. 

There can be both alliances and specialized paths to create solutions that recognize the 

different issues. 

 

  There are parallels between various groups in the experience of racism that can be 

discussed under the umbrella of diversity. But Indigenous people are not the same as 

others. The diversity umbrella came after Indigenous people were here. Anti-racism can be 

discussed along multi-cultural themes.  

 

 Aboriginal people are between a rock and a hard place when talking about racism. There 

are commonalities but the unique historical context that makes succeeding in the legal 

professional for Aboriginal people additionally hard needs to be acknowledged. The way 

that “business is done” in the legal world is a cultural barrier for Aboriginal people. There is 

the added responsibility of representing your own community. You are seen as an expert in 

all Aboriginal issues by non-Aboriginals. There is also an expectation that you will go home 

to work for your community. There is pressure to bring your education back home that non-

Aboriginal students would not feel. These different pressures and stresses mean that 

supports for Aboriginal lawyers would be very different. 

 

Other 
 

 Racialized licensees are more likely to be unemployed or underemployed, yet the fees that 
they pay are exorbitant (approximately $500 a year for non-practising or unemployed 
licensees).  The Law Society should implement a fee waiver/fee reduction program to 
alleviate some of the disproportionate burden that racialized licensees face (or all licensees 
for that matter).  Part-time lawyers, including those on parental leave, would also benefit.   
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FACT SHEET

Statistical Snapshot of Lawyers in Ontario 
from the Lawyer Annual Report (LAR) 2013

RESPONSE RATES

The Law Society of Upper Canada has been collecting self-identification data in the Lawyer Annual Report since 2009. The structure of 
the survey at the time permitted the lawyer to opt to pass over the question and provide no response. This option has been modified so 
that, while a lawyer can still decline to self-identify, the person must now so indicate by expressly entering this response.

RESPONSE RATES FOR EACH QUESTION

The response rate for each question is as follows:
 •  Aboriginal 88%
 •  Racialized  77%
 •  Sexual orientation 81%
 •  Francophone 91%

Categories from LAR Number of Lawyer 
Respondents

% of all Lawyer 
Respondents

Total Ontario 
Population %

Persons in the 
Labour Force  
Age 25 or more %

University 
Graduates in the 
Labour Force,   
Age 25 or more %

Inuk 5 * * * *

First Nations 277 0.9 1.6 1.2 0.5

Métis 136 0.5 0.7 0.6 0.3

Other Aboriginal 0.1 0.1 0.1

Multiple Aboriginal * * *

All Aboriginal communities 418 1.4 2.3 1.9 0.8

Arab 234 0.8 1.1 0.9 1.5

Black 851 2.9 4.3 3.8 2.7

Chinese 932 3.1 5.0 5.1 8.5

East Asian (e.g. Japanese, Korean) 358 1.2 3.0 3.2 4.7

Latino 146 0.5 1.4 1.5 1.2

South Asian (e.g. Indo-Canadian, 
Indian Subcontinent)

1,670 5.6 7.7 7.2 10.8

Southeast Asian 191 0.6 1.1 1.1 0.9

West Asian (e.g. Iranian, Afghan) 253 0.8 1.0 0.8 1.3

Other racialized 0.6 0.6 0.4

More than one racialized group 98 0.3 0.7 0.5 0.7

Racialized and White 305 1.0

Total racialized 5,038 16.9 26 25 33

White 24,341 81.7 71.8 73.4 66.4

Total 100.00 100.00 100.00 100.00

Total respondents to the question 
about being Aboriginal

34,270

Total respondents to the question 
about race

29,797

For more information about the Law Society of Upper Canada please visit our website at www.lsuc.on.ca

RACE AND ABORIGINAL

General Data — * Indicates less than 0.1% 

 •  Able to practice in French 87%
 •  Disability  85%
 •  Gender  100%
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Stat ist ical Snapshot of Lawyers in Ontario FACT SHEET | 2

Age, Race and Aboriginal — in Percentages

The proportion of racialized lawyers continues to increase.

For Aboriginal lawyers, it goes from 0.6 percent of the group age 65 and older to 1.5 percent of the group under 35 and 1.7 of lawyers age 35-44. For racialized 
lawyers, it goes from 3.9 percent of the group age 65 and older to 27.5 percent of the group under 35 and 23.7 percent of lawyers age 35-44. 

Except for Black and Aboriginal  lawyers, the representation of each group is greater, in many cases much greater, in the 35-44 than in the 45-54 age group. 
For a number of groups, the percentage doubles or nearly doubles in that 10-year interval showing an increase the proportion of those lawyers entering the 
profession.

It is important to note that the similarity in the proportion of Aboriginal lawyers in the  25-34, 35-44 and 45-54 age groups, and of Black lawyers under 35, and 
in the  35-44 and 45-54 age groups suggests that their proportion entering the profession is not increasing.

Under 35 35-44 45-54 55-64 65 or more

Aboriginal

First Nations and Inuk 0.8 1.2 1.2 0.8 0.3

Métis 0.7 0.5 0.5 0.3 0.3

Aboriginal Total 1.5 1.7 1.7 1.1 0.6

Racialized

Arab 1.4 1.1 0.6 0.3 0.1

Black 3.0 3.7 3.8 1.4 0.7

Chinese 5.2 4.1 2.4 1.5 1.0

East Asian 1.7 1.9 1.0 0.4 0.3

Latino 1.0 0.8 0.3 0.1 0.0

South Asian 9.3 8.1 4.4 1.6 1.6

Southeast Asian 1.1 1.0 0.4 0.3 0.0

West Asian 2.5 1.0 0.3 0.1 0.1

More than one Racialized 
Group

0.7 0.5 0.2 0.1 0.0

Racialized and White 1.6 1.5 1.0 0.2 0.1

Racialized Total 27.5 23.7 14.4 6.0 3.9

White 71.0 74.9 84.0 93.1 95.5

Total 100.0 100.0 100.0 100.0 100.0

Total numbers 5,854 8,422 7,053 5,705 2,763

The National Household Survey uses the term “Black” only.

The National Household Survey uses the categories of “Korean” and “Japanese” separately

The National Household Survey uses the category “Latin American” only.

The National Household Survey uses the following examples for South Asian: “East Indian, Pakistani, Sri Lankan, etc.”
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Year of Call, Race and Aboriginal — in Percentages

2013 2010-2012 2005-2009 1995-2004 1985-1994 1975-1984 Before 1975

First Year 2nd-4th Years 5th-9th Years 10th-19th 
Years

20th-29th 
Years

30th-39th 
Years

40th or more

Aboriginal

First Nations and Inuk 0.7 1.0 1.4 1.4 0.6 0.3 0.3

Métis 0.5 0.9 0.7 0.4 0.4 0.1 0.2

Aboriginal Total 1.2 1.9 2.1 1.8 1.0 0.4 0.5

Racialized

Arab 1.1 1.2 1.3 0.9 0.4 0.2 0.1

Black 4.0 4.5 4.2 3.8 1.4 0.3 0.1

Chinese 5.7 5.1 4.4 3.4 2.1 0.9 0.1

East Asian 1.4 1.7 2.1 1.5 0.6 0.3 0.2

Latino 1.3 1.2 0.8 0.4 0.1 0.1 0.0

South Asian 12.8 10.4 8.8 6.5 1.6 0.6 0.2

Southeast Asian 1.1 1.2 1.1 0.7 0.2 0.0 0.0

West Asian 3.2 2.5 1.3 0.5 0.1 0.0 0.1

More than one 
Racialized Group

0.9 0.6 0.6 0.3 0.1 0.0 0.0

Racialized and White 1.5 1.8 1.7 1.1 0.5 0.2 0.0

Racialized Total 33.0 30.2 26.3 19.1 7.1 2.6 0.8

White 65.8 68.0 71.6 79.0 91.8 97.1 98.6

Total 100.0 100.0 100.0 100.0 100.0 100.0 100.0

Total numbers 1,519 3,712 4,925 8,294 5,801 4,130 1,416
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Type of Employment, Race and Aboriginal — in Percentages

Sole 
Practice

Law Firm 
Partner

Law Firm 
Associate

Law Firm 
Employee

Legal 
Clinic

In House Govern-
ment

Education Other Total Total 
numbers

First Nations and 
Inuk

28 7 14 2 3 12 25 2 6 100 255

Métis 24 8 20 3 2 9 29 2 2 100 125

Aboriginal Total 27 8 16 2 3 11 26 2 5 100 380

Arab 22 12 22 5 2 11 17 0 9 100 218

Black 36 7 14 2 2 13 19 2 5 100 773

Chinese 21 10 24 3 2 18 14 0 7 100 838

East Asian 19 15 21 3 1 17 18 0 7 100 313

Latino 22 12 26 4 3 14 15 1 4 100 137

South Asian 30 10 20 3 2 13 15 2 6 100 1,529

Southeast Asian 27 8 25 6 2 11 15 2 5 100 170

West Asian 26 5 34 6 0 11 13 1 3 100 231

More than One 
Group

20 5 29 3 2 12 20 0 9 100 92

Racialized and 
White

12 11 23 6 4 15 19 2 7 100 284

Racialized Total 26 10 21 3 2 14 16 1 6 100 4,585

White 21 21 18 3 1 12 15 2 7 100 22,486

Total 22 19 19 3 1  13  16 2 7 100 27,451

Aboriginal and racialized lawyers, compared to White lawyers, are more likely to be in sole practice or in a legal clinic and less likely to be law firm partners. 
Age could account for some of these differences. Aboriginal lawyers are more likely to work in government
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Size of Firms for those in Private Practice — in Percentages

fewer     
than 5

5-9 10-24 25-49 50-99 100-199 200 or 
more

Total Total 
numbers

Aboriginal

First Nations and Inuk 37 20 27 8 0 5 3 100 60

Métis 23 13 36 13 0 5 10 100 39

Aboriginal Total 31 17 30 10 0 5 6 100 99

Racialized

Arab 33 12 18 7 8 9 13 100 85

Black 31 17 15 10 7 8 13 100 172

Chinese 19 16 13 8 8 8 27 100 308

East Asian 19 15 12 12 10 15 17 100 121

Latino 34 14 14 9 4 13 13 100 56

South Asian 31 19 13 9 5 10 13 100 497

Southeast Asian 23 18 22 12 6 8 11 100 65

West Asian 29 17 19 8 5 5 17 100 106

More than one 
Racialized Group

31 17 9 9 6 6 23 100 35

Racialized and White 22 12 12 14 4 15 20 100 114

Racialized Total 27 16 14 10 6 10 17 100 1,559

White 18 16 16 12 7 14 18 100 9,363

Total 19 16 16 11 7 13 17 100 11,021
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Region, Race and Aboriginal — in Percentages

South- 
west

Central 
South

Toronto Durham, 
Halton, 
Peel,  York

Central 
North

North Ottawa East Total Total 
numbers

Aboriginal

First Nations and Inuk 8 11 26 9 10 15 15 6 100 272

Métis 6 2 29 4 10 13 31 5 100 131

Aboriginal Total 8 8 27 7 10 14 21 5 100 403

Racialized

Arab 8 3 48 13 0 1 27 1 100 231

Black 3 3 56 21 3 1 11 1 100 834

Chinese 1 2 71 17 1 0 8 0 100 920

East Asian 1 3 71 16 1 1 6 1 100 355

Latino 7 5 59 13 2 1 12 1 100 145

South Asian 2 3 58 30 1 0 6 0 100 1,651

Southeast Asian 2 3 57 24 2 1 11 1 100 190

West Asian 1 3 69 16 1 0 9 0 100 249

More than one 
Racialized Group

3 3 69 14 0 2 8 1 100 96

Racialized and White 2 4 63 11 1 2 15 2 100 300

Racialized Total 2 3 61 21 1 1 9 1 100 4,971

White 6 7 55 11 4 2 12 3 100 24,099

Total 6 6 55 13 3 2 12 2 100 29,473

Aboriginal lawyers are much more likely to work in the Central North, Northern Ontario, Eastern Ontario and Ottawa and less likely to be in Toronto. 
Racialized lawyers are concentrated in Toronto, except for the high representation of Arab lawyers in Ottawa and South Asian layers in the combination of 
Durham, Halton, Peel and York.
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Type of Employment and Gender — in Percentages

Sole 
Practice

Law Firm 
Partner

Law Firm 
Associate

Law Firm 
Employee

Legal 
Clinic

In House Govern- 
ment

Education Other Total Total 
numbers

Women

under 35 7.9 2.5 50.2 5.4 2.1 9.9 15.2 0.8 6.0 100.0 3,363

35-44 12.5 11.0 18.8 2.9 1.8 19.0 24.9 2.2 6.9 100.0 4,761

45-54 20.6 15.0 6.7 2.7 1.5 17.2 25.2 2.4 8.7 100.0 3,687

55-64 26.0 16.9 3.9 2.2 2.1 11.7 23.3 4.2 9.7 100.0 2,050

65 or older 48.8 17.2 3.8 3.0 1.5 2.4 13.0 3.6 6.8 100.0 338

Total 16.4 11.0 20.6 3.4 1.8 14.9 22.2 2.2 7.5 100.0 14,199

Men

under 35 11.7 3.8 55.8 4.5 1.1 9.8 9.3 0.3 3.6 100.0 3,063

35-44 17.1 20.9 20.3 2.9 0.5 16.7 14.6 1.0 6.0 100.0 4,920

45-54 25.8 30.8 5.4 2.3 0.5 13.4 13.1 1.4 7.4 100.0 5,034

55-64 34.3 33.9 4.4 1.4 0.7 7.4 10.1 1.2 6.6 100.0 5,049

65 or older 50.3 29.6 5.7 1.9 0.2 2.9 3.6 0.7 5.0 100.0 3,287

Total 27.6 25.2 15.9 2.5 0.6 10.6 10.7 1.0 6.0 100.0 21,353

Men are more likely to be in sole practice and law firm partners, while there is a higher proportion of women in all the other statuses, especially in-house, in 
clinics, in government and in education.

Size of Firms for those in Private Practice and Gender — in Percentages

Region and Gender — in Percentages

Age and Gender — in Percentages

Total Under 35 35-44 45-54 55-64 65 or more

Women 41.9 54.0 51.6 43.7 31.5 10.6

Men 58.1 46.0 48.4 56.3 68.5 89.4

Total 100.0 100.0 100.0 100.0 100.0 100.0

Total numbers 38,593 7,072 10,527 9,271 7,869 3,854

GENDER

Note: A comparison of the age groups 35-44 and the older groups of lawyers reveals outstanding growth in the proportion of women in the profession.

Fewer   
than 5

5-9 10-24 25-49 50-99 100-199 200 or 
more

Total Total 
numbers

Women 20.9 15.9 16.0 11.8 7.4 11.8 16.2 100.0 4,951

Men 20.4 16.0 16.0 11.5 6.8 12.6 16.9 100.0 9,296

Total 20.6 16.0 16.0 11.6 7.0 12.3 16.6 100.0 14,247

South- 
west

Central 
South

Toronto Durham, 
Halton, 
Peel,  York

Central 
North

North Ottawa East Total Total 
numbers

Women 6.0 6.9 54.3 13.7 3.6 2.7 10.4 2.4 100.0 15,951

Men 5.1 4.8 56.6 12.6 3.2 1.8 13.6 2.3 100.0 22,221

Total 5.6 6.0 55.2 13.2 3.4 2.3 11.7 2.4 100.0 38,172
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1 Based on 2011 Statistics Canada census results.

Type of Employment for those who Identify as Francophone — in Percentages

Sole 
Practice

Law Firm 
Partner

Law Firm 
Associate

Law Firm 
Employee

Legal 
Clinic

In House Govern- 
ment

Education Other Total Total 
numbers

Francophone 16.5 12.9 14.8 3.2 1.6 10.8 30.5 2.6 7.1 100 1,665

Not Francophone 23.0 19.4 18.3 2.8 1.1 12.5 14.7 1.4 6.7 100 30,508

Total 22.7 19.1 18.1 2.8 1.1 12.4 15.5 1.5 6.7 100 32,173

Size of Firms for those in Private Practice who Identify as Francophone — in Percentages

Fewer   
than 5

5-9 10-24 25-49 50-99 100-199 200 or 
more

Total Total 
numbers

Francophone 24.9 19.8 17.9 7.2 5.6 11.7 12.8 100.0 514

Not Francophone 19.7 16.0 15.5 11.6 7.1 12.8 17.2 100.0 12,348

Total 19.9 16.1 15.6 11.4 7.1 12.8 17.1 100.0 12,862

Identifies as Francophone and Age

Total 
Francophones

Under 35 35-44 45-54 55-64 65 or more

Francophone in 
percentages

5.2  6.6 6.5 5.6 3.0 2.1

Total numbers 1,810 441 630 460 209 70

FRANCOPHONE

A comparison of the three oldest age groups, 45-54, 55-64 and 65 or more shows a remarkable increase in the proportion of lawyers who identify  
as Francophone.

Francophone lawyers are about twice as likely to be employed by government and they are more than five times as likely to work in Ottawa. They are also 
more likely to work in Eastern Ontario. 

Region and Francophone — in Percentages

South- 
west

Central 
South

Toronto Durham, 
Halton, 
Peel,  York

Central 
North

North Ottawa East Total Total 
numbers

Francophone 2.2 1.7 28.9 6.1 1.0 7.7 45.8 6.7 100.0 1,749

Not Francophone 5.6 6.2 57.1 13.6 3.5 2.0 9.9 2.1 100.0 32,783

Total 5.4 5.9 55.7 13.2 3.4 2.3 11.7 2.3 100.0 34,532

Five point two percent of the profession self-identifies as Francophone while 4.8 percent of the Ontario population is Francophone1. 
Almost 14 percent of the profession indicate being able provide legal services in French. 
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Type of Employment and Disability — in Percentages

Sole 
Practice

Law Firm 
Partner

Law Firm 
Associate

Law Firm 
Employee

Legal 
Clinic

In House Govern- 
ment

Education Other Total Total 
numbers

Has a Disability 28.8 12.0 10.0 2.4 3.6 8.0 25.7 3.5 6.0 100.0 851

No Disability 22.4 19.3 18.6 2.8 1.0 12.6 15.0 1.4 6.8 100.0 29,598

Total 22.6 19.1 18.4 2.8 1.1 12.5 15.3 1.5 6.8 100.0 30,449

Size of Firms for those in Private Practice and Disability — in Percentages

Fewer   
than 5

5-9 10-24 25-49 50-99 100-199 200 or 
more

Total Total 
numbers

Has a Disability 29.5 16.4 10.6 11.6 7.7 10.1 14.0 100.0 207

No Disability 19.5 16.2 15.7 11.4 7.1 12.7 17.3 100.0 12,019

Total 19.7 16.2 15.6 11.5 7.2 12.7 17.2 100.0 12,226

Region and Disability — in Percentages

South- 
west

Central 
South

Toronto Durham, 
Halton, 
Peel,  York

Central 
North

North Ottawa East Total Total 
numbers

Has a Disability 5.6 6.6 51.0 10.9 3.1 2.6 16.6 3.6 100.0 990

No Disability 5.3 5.8 56.0 13.4 3.3 2.3 11.6 2.3 100.0 31,600

Total 5.3 5.8 55.8 13.3 3.3 2.3 11.7 2.4 100.0 32,590

Disability and Age — in Percentages

Total Under 35 35-44 45-54 55-64 65 or more

Disability 3.0 2.3 2.5 3.5 4.2 2.7

No Disability 97.0 97.7 97.5 96.5 95.8 97.3

Total 100.0 100.0 100.0 100.0 100.0 100.0

Total numbers 32,953 6,289 9,219 7,768 6,433 3,244

DISABILITY

Disability is significantly related to sector of employment. Most notably, 25.7 percent of lawyers with a disability work for government, compared to 15.0 
percent of those without a disability. While total employment is much smaller, 3.3 percent of lawyers with a disability work for government, compared to 1.4 
percent for those without and the corresponding figures for legal clinics are 3.6 and 1.0 percent. They are less likely to be associates when they are young and 
less likely to be law firm partners when they are older.

The number of lawyers self-reporting disability is inexplicably low and further sampling over time may have to be conducted.
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Type of Employment for LGBTQ — in Percentages

Sole 
Practice

Law Firm 
Partner

Law Firm 
Associate

Law Firm 
Employee

Legal 
Clinic

In House Govern- 
ment

Education Other Total Total 
numbers

LBGTQ 16.2 12.3 16.2 2.5 3.1 13.8 25.2 4.2 6.5 100 804

Not LBGTQ 22.4 19.2 18.6 2.8 1.1 12.6 15.0 1.4 6.8 100 27,992

Total 22.2 19.0 18.5 2.8 1.2 12.7 15.3 1.5 6.8 100 28,796

Size of Firms for LGBTQ in Private Practice — in Percentages

Fewer   
than 5

5-9 10-24 25-49 50-99 100-199 200 or 
more

Total Total 
numbers

LBGTQ 21.3 18.1 12.9 11.2 7.6 8.8 20.1 100.0 249

Not LBGTQ 19.3 16.0 15.8 11.6 7.1 13.0 17.3 100.0 11,352

Total 19.3 16.0 15.7 11.6 7.1 12.9 17.3 100.0 11,601

Region for LGBTQ — in Percentages

South- 
west

Central 
South

Toronto Durham, 
Halton, 
Peel,  York

Central 
North

North Ottawa East Total Total 
numbers

LBGTQ 3.0 3.3 66.7 7.1 2.1 1.6 14.4 1.7 100.0 860

Not LBGTQ 5.4 5.9 55.5 13.6 3.3 2.2 11.7 2.4 100.0 30,041

Total 5.4 5.8 55.8 13.4 3.3 2.2 11.7 2.4 100.0 30,901

LGBTQ and Age — in Percentages

Total Under 35 35-44 45-54 55-64 65 or more

LGBTQ 2.8 3.4 2.9 3.6 1.9 1.1

Not LGBTQ 97.2 96.6 97.1 96.4 98.1 98.9

Total 100.0 100.0 100.0 100.0 100.0 100.0

Total numbers 31,241 6,096 8,827 7,331 6,027 2,960

LESBIAN, GAY, BISEXUAL, TRANSGENDER AND QUEER (LGBTQ)

LGBTQ lawyers are about three times more likely to be in education, to work in a legal clinic and to work for government. They are less likely to be sole 
practitioners and law firm partners.

LGBTQ lawyers are concentrated in Toronto and Ottawa.
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FACT SHEET

Statistical Snapshot of Paralegals in Ontario 
from the Paralegal Annual Report (PAR) 2013

RESPONSE RATES

The Law Society of Upper Canada has been collecting self-identification data in the Paralegal Annual Report since 2009. The structure of 
the survey at the time permitted the paralegal to opt to pass over the question and provide no response. This option has been modified 
so that, while a paralegal can still decline to self-identify, the person must now so indicate by expressly entering this response.

RESPONSE RATES FOR EACH QUESTION

 •  Aboriginal 90%
 •  Racialized  82%
 •  Sexual orientation 86%
 •  Francophone 92%

Categories from LAR Number of 
Paralegal  
Respondents

% of all Paralegals  
Respondents

Total Ontario 
Population %

Persons in the 
Labour Force  
Age 25 or more %

University 
Graduates in the 
Labour Force,   
Age 25 or more %

First Nations 51 1.1 1.6 1.2 0.5

Inuk 0 0 * * *

Métis 25 0.6 0.7 0.6 0.3

Other Aboriginal 0.1 0.1 0.1

Multiple Aboriginal * * *

All Aboriginal communities 76 1.7 2.3 1.9 0.8

Arab 57 1.3 1.1 0.9 1.5

Black (e.g. African-Canadian, 
African, Caribbean)

303 6.8 4.3 3.8 2.7

Chinese 213 4.8 5.0 5.1 8.5

East-Asian (e.g. Japanese, Korean) 46 1.0 3.0 3.2 4.7

Latin American, Hispanic 160 3.6 1.4 1.5 1.2

South Asian (e.g. Indo-Canadian, 
Indian Subcontinent)

414 9.3 7.7 7.2 10.8

Southeast Asian 108 2.4 1.1 1.1 0.9

West Asian (e.g. Iranian, Afghan) 108 2.4 1.0 0.8 1.3

Other racialized 0.6 0.6 0.4

More than one racialized group 35 0.8 0.7 0.5 0.7

Racialized and White 37 0.8

Total racialized 1,481 33.2 25.9 24.8 32.7

White 2,899 65.1 71.8 73.4 66.4

Total 100.0 100.0 100.0 100.0

Total respondents to question 
about being Aboriginal

5,009

Total respondents to question 
about race

4,456

RACE AND ABORIGINAL

General Data — * means less than 0.1 percent

 •  Able to practice in French 87%
 •  Disability  90%
 •  Gender  100%

For more information about the Law Society of Upper Canada please visit our website at www.lsuc.on.ca
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Age, Race and Aboriginal — in Percentages

20-29 30-39 40-49 50-59 60 or more

Aboriginal

First Nations and Inuk 1.1 0.7 1.5 1.1 1.4

Métis 0.7 0.3 0.4 0.7 0.8

Aboriginal Total 1.8 1.0 1.9 1.8 2.2

Racialized

Arab 2.2 1.9 0.8 0.3 0.4

Black 5.3 8.4 7.9 6.0 5.9

Chinese 2.8 6.0 6.4 4.4 3.9

East Asian 0.9 1.5 1.1 0.8 0.4

Latino 4.2 3.9 4.2 3.2 1.2

South Asian 11.0 9.1 8.9 8.9 7.5

Southeast Asian 3.0 2.6 3.1 1.7 0.8

West Asian 3.0 4.2 1.6 1.6 0.6

More than one Racialized 
Group

1.7 0.7 0.4 0.6 0.2

Racialized and White 1.4 0.8 0.6 0.5 0.8

Racialized Total 35.5 39.1 35.0 28.0 21.7

White 62.7 60.0 62.9 70.1 76.0

Total 100.0 100.0 100.0 100.0 100.0

Total numbers 1,075 1,035 977 877 492

Just over one-third, 34.9 percent, of Ontario paralegals are Aboriginal or Racialized, compared to 28.2 percent of the Ontario 
population, 26.7 percent of labour force participants 25 or older and 33.5 percent of university graduates in the labour force and 25 or 
older. Thus, one cannot argue that paralegals are disproportionately White.

Aboriginal paralegals account for 1.7 percent of the total, compared to 2.3 percent of the Ontario population, 1.9 percent of labour 
force participants who are 25 or older and 0.8 percent of university graduates of the labour force who are 25 or older. For members of 
racialized groups the figures are 33.2 percent of paralegals, 25.9 percent of the population, 24.8 percent of labour force participants 
who are 25 or older and 32.7 percent of university graduates in the labour force who are 25 or older.

Exact comparisons are difficult, but there are quite large differences between racialized groups. The Black, Latino, Southeast Asian and 
West Asians communities include more paralegals than their representation in the population. 

Some of the groups are small numerically: The data indicates that there are just 76 Aboriginal paralegals in Ontario, 57 Arab paralegals, 
46 East Asian paralegals, 108 Southeast Asian and 108 West Asian paralegals.

The National Household Survey uses the term “Black” only.

The National Household Survey uses the categories of “Korean” and “Japanese” separately

The National Household Survey uses the category “Latin American” only.

The National Household Survey uses the following examples for South Asian: “East Indian, Pakistani, Sri Lankan, etc.”
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Region, Race and Aboriginal — in Percentages

South- 
west

Central 
South

Toronto Durham, 
Halton, 
Peel,  York

Central 
North

North Ottawa East Total Total 
numbers

Aboriginal

First Nations and Inuk 16 4 25 22 14 6 6 8 100 51

Métis 8 4 16 16 16 28 4 8 100 25

Aboriginal Total 13 4 22 20 14 13 5 8 100 76

Racialized

Arab 11 0 41 34 2 0 13 0 100 56

Black 2 2 51 38 1 0 5 0 100 302

Chinese 1 0 67 29 1 0 2 0 100 213

East Asian 0 2 71 27 0 0 0 0 100 45

Latino 4 3 63 26 1 0 3 0 100 160

South Asian 1 2 40 56 1 0 0 0 100 412

Southeast Asian 3 4 59 31 0 0 2 1 100 108

West Asian 3 2 53 38 0 0 5 0 100 108

More than one 
Racialized Group

0 6 54 40 0 0 0 0 100 35

Racialized and White 5 3 46 27 3 3 14 0 100 37

Racialized Total 2 2 52 39 1 0 3 0 100 1,476

White 9 10 32 29 9 3 5 4 100 2,896

Total 7 7 39 32 6 2 4 3 100 4,448

There is a significant geographical aspect to the distribution of paralegals. By a wide margin, the largest numbers are in Toronto and in the combination of the 
Durham, Halton, Peel and York areas surrounding Toronto; respectively, they account for 39 and 32 percent of all paralegals. Seven percent of paralegals are in 
Ontario’s Southwest, 7 percent in the Central South and 6 percent in the Central North. Just 2 percent of paralegals are in the North, 4 percent in Ottawa and 
3 percent in the East. 

Just over half of racialized paralegals, 52 percent, are in Toronto and 39 percent are in Durham, Halton, Peel and York. This leaves just 9 percent in the entire 
rest of the province. In contrast, only 44 percent of Aboriginal paralegals are in these two largest areas and they are over-represented everywhere else. The 
North accounts for 13 percent of Aboriginal paralegals, compared to 3 percent of White paralegals and almost no racialized paralegals.

Seventy-six percent of paralegals age 60 and older are White, compared to 70.1 percent of paralegals age 50-59 and about 61 percent of paralegals under 50. 
There is no consistent trend among the three youngest ten-year groups, suggesting that the shift towards an increased proportion of non-White paralegals was 
a phenomenon of the 1970s and 1980s. 

Aboriginal paralegals are small in number and their age distribution suggests no trend in their share of the profession over the years. 

There is continuing growth in the proportion of paralegals who identify as Arab and, not quite so consistently, as West Asian. 

There are substantially fewer Black paralegals under 30 than between 30 and 39, down from 8.4 percent to 5.3 percent, and Chinese paralegals, down from 6.0 
percent to 2.8 percent. 
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Type of Employment, Race and Aboriginal — in Percentages

Sole 
Practice

Law Firm 
Partner

Law Firm 
Associate

Law Firm 
Employee

Legal 
Clinic

In House Govern-
ment

Education Other Total Total 
numbers

First Nations and 
Inuk

43 2 2 7 5 2 7 0 32 100 44

Métis 37 0 5 16 5 16 5 0 16 100 19

Aboriginal Total 41 2 3 10 5 6 6 0 27 100 63

Arab 40 0 2 8 4 8 8 0 29 100 48

Black 36 1 1 8 0 8 8 1 37 100 226

Chinese 45 5 1 16 1 3 4 1 25 100 166

East Asian 31 11 11 14 0 3 6 0 25 100 36

Latino 30 5 5 15 4 5 8 0 27 100 130

South Asian 42 4 3 10 1 2 4 1 33 100 306

Southeast Asian 37 2 2 14 0 6 2 0 36 100 84

West Asian 39 1 4 18 0 5 3 1 28 100 76

More than One 
Group

36 0 0 18 4 0 18 4 21 100 28

Racialized and 
White

31 0 3 7 3 10 17 0 28 100 29

Racialized Total 38 3 3 12 1 5 6 1 31 100 1,129

White 30 3 4 16 2 10 9 1 24 100 2,482

Total 33 3 4 15 2 9 8 1 26 100 3,674

Paralegals are most likely to work as sole practitioners, including 41 percent of Aboriginal paralegals, 38 percent of racialized paralegals and 30 percent of 
White paralegals.

The moderate difference in the employment profiles of Aboriginal, racialized and White paralegals could in part result from the White paralegals being older. 

Disregarding the “others”, the second largest category of paralegal employment is working for a law firm, which accounts for 10, 12 and 16 percent of 
Aboriginal, racialized and White paralegals, respectively.

Other paralegals are employed “in house” and by government, and a small number are classified as law firm partners and law firm associates. 

Because of the small numbers in the various racialized groups and uncertainty due to the large “other” category, we cannot with confidence describe 
differences in type of employment between the specific racialized groups.
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Size of Firms for those in Firms — in Percentages

Fewer     
than 5

5-9 10-24 25-49 50-99 100-199 200 or 
more

Total Total 
numbers

Aboriginal

First Nations and Inuk 60 20 20 0 0 0 0 100 5

Métis 0 25 50 25 0 0 0 100 4

Aboriginal Total 33 22 33 11 0 0 0 100 9

Racialized

Arab 60 0 20 0 0 0 20 100 5

Black 46 25 8 13 8 0 0 100 24

Chinese 59 19 8 11 0 0 3 100 37

East Asian 46 23 23 0 8 0 0 100 13

Latino 29 21 26 9 12 3 0 100 34

South Asian 67 16 12 6 0 0 0 100 51

Southeast Asian 63 19 13 0 6 0 0 100 16

West Asian 61 17 11 6 6 0 0 100 18

More than one 
Racialized Group

80 0 0 20 0 0 0 100 5

Racialized and White 67 0 0 33 0 0 0 100 3

Racialized Total 55 18 14 8 4 0 1 100 206

White 53 21 10 13 3 0 1 100 582

Total 53 20 11 11 3 0 1 100 797

Convocation - Equity and Aboriginal Issues Committee/Comité sur l’équité et les affaires autochtones Report

403



Stat ist ical Snapshot of Paralegals in Ontario FACT SHEET | 6

Type of Employment and Gender — in Percentages

Sole 
Practice

Law Firm 
Partner

Law Firm 
Associate

Law Firm 
Employee

Legal 
Clinic

In House Govern- 
ment

Education Other Total Total 
numbers

Women

Total 21.5 2.0 3.2 17.1 2.7 7.5 9.9 1.2 35.0 100.0 2,502

under 35 7.7 0.9 2.9 17.0 0.8 4.6 8.0 1.0 57.2 100.0 766

35-44 18.2 2.0 4.5 18.2 1.3 7.2 11.9 0.9 35.7 100.0 638

45-54 31.9 1.8 2.5 20.1 3.2 7.9 10.4 1.1 21.2 100.0 567

55-64 34.7 3.8 2.4 12.0 5.9 9.7 11.3 2.1 18.2 100.0 424

65 or older 31.8 4.7 4.7 15.9 9.3 18.7 3.7 0.0 11.2 100.0 107

Men

Total 48.7 5.0 3.4 12.8 0.8 10.2 4.5 0.5 14.2 100.0 1,939

under 35 28.3 4.4 6.3 16.6 0.5 2.9 2.9 0.5 37.6 100.0 205

35-44 40.2 3.6 3.9 16.8 0.0 8.8 7.2 0.6 19.0 100.0 363

45-54 48.4 7.1 5.1 12.6 0.6 9.6 4.5 0.4 11.6 100.0 467

55-64 52.0 4.8 2.1 10.5 1.1 11.4 5.9 0.8 11.4 100.0 475

65 or older 62.2 4.2 1.2 10.3 1.4 14.0 1.4 0.2 5.1 100.0 429

Men are much more likely to be sole practitioners, partners in a firm and to be employed “in house”, while women paralegals are 
more likely to be employed as law firm employees – though this different is largely attributable to lower ages of women paralegals, 
and in legal clinics (though the number is small).

Age and Gender — in Percentages

Total 20-29 30-39 40-49 50-59 60 or more

Women 58.4 77.4 66.9 55.7 48.6 23.0

Men 41.6 22.6 33.1 44.3 51.4 77.0

Total 100.0 100.0 100.0 100.0 100.0 100.0

Total numbers 5,428 1,290 1,264 1,213 1,051 610

GENDER

In 2013, 58.4 percent of paralegals were women, a figure that will definitely increase in coming years. There is a strong and consistent increase in the 
representation of women, from just 23.0 percent of paralegals age 60 and older, to 48.6 percent for paralegals age 50 to 59, 55.7 percent for ages 40-49,  
66.9 percent for ages 30-39 and 77.4 percent for paralegals under 30. 
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Size of Firms for those in Firms — in Percentages

Fewer   
than 5

5-9 10-24 25-49 50-99 100-199 200 or 
more

Total Total 
numbers

Women 49.8 25.3 10.9 9.0 3.4 0.7 0.9 100.0 558

Men 56.8 15.6 9.8 15.4 2.2 0.0 0.2 100.0 410

Total 52.8 21.2 10.4 11.7 2.9 0.4 0.6 100.0 968

Region and Gender — in Percentages

South- 
west

Central 
South

Toronto Durham, 
Halton, 
Peel,  York

Central 
North

North Ottawa East Total Total 
numbers

Women 6.5 6.5 39.9 31.4 5.9 2.6 4.2 2.9 100.0 3,164

Men 6.9 6.8 38.3 35.0 5.1 1.8 3.8 2.2 100.0 2,254

Total 6.7 6.6 39.3 32.9 5.6 2.3 4.0 2.6 100.0 5,418

FRANCOPHONE

3.1 percent of the profession self-identifies as Francophone while 4.8 percent of the Ontario population identifies as Francophone.1 
Almost 4.5% of the profession indicate being able to provide legal services in French. 

1 Based on 2011 Statistics Canada Census. 

Age and Disability — in Percentages

Total 20-29 30-39 40-49 50-59 60 or more

Disability 5.4 2.5 4.2 6.1 7.7 9.1

No Disability 94.6 97.5 95.8 93.9 92.3 90.9

Total 100.0 100.0 100.0 100.0 100.0 100.0

Total numbers 4,883 1,215 1,132 1,079 921 536

DISABILITY

The incidence of disability, 5.4 percent overall, climbs steadily with age, from 2.5 percent for paralegals under 30 to 6.2 percent of paralegal 40-49 to  
9.1 percent of paralegals over 60. Disability, this suggests, heavily involves the development or worsening of health conditions with age.

Age and LGBTQ — in Percentages

Total 20-29 30-39 40-49 50-59 60 or more

LGBTQ 1.6 1.7 2.1 1.2 2.0 1.0

Not LGBTQ 98.4 98.3 97.9 98.8 98.0 99.0

Total 100.0 100.0 100.0 100.0 100.0 100.0

Total numbers 4,675 1,148 1,089 1,035 887 516

LESBIAN, GAY, BISEXUAL, TRANSGENDER AND QUEER (LGBTQ)
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