
 

Launching the JDF’s Priorities and Actions for 2023 
 

In 2021/22 the Judicial Diversity Forum (JDF) partners have worked to strengthen the 
evaluation and impact of their diversity and inclusion initiatives. Following 
recommendations from the Bridge Group in a recent report for the JDF, JDF partners have 
now adopted a theory of change methodology for our priority and actions for the coming 
year – a specific and measurable description agreeing outcomes that we want to achieve. 

Collectively, JDF partners have identified four outcomes around which to align our work to 
achieve a more diverse and inclusive judiciary. These are to: 

1. Ensure an inclusive and supportive culture in the judiciary and the wider legal 
professions. 

2. Address barriers to successful applications and identify and eliminate any actual 
barriers in appointments processes as operated (including in relation to 
professional groupings.  

3. Eliminate structural barriers in access by different professional groups to the 
judiciary.  

4. Address barriers to senior legal and senior judicial positions for women, people 
from minority ethnic backgrounds and people with disabilities (and other groups as 
agreed).  

We have therefore reconfigured the JDF’s priorities and actions for 2023 around these 
outcomes, providing clear aims for our programme of targeted and collaborative action. The 
Action plan sets out the activities that JDF partners will undertake in the next year to deliver 
against these outcomes and how the impact of each initiative will be measured. 

In strengthening our approach to evaluation and delivering impact, JDF partners have also 
considered where there may be gaps in our current approach where more action is needed. 
The activity outlined against the priority areas in the action plan only represents activities 
undertaken by members of the JDF. Activity undertaken by other stakeholders (such as legal 
services regulators) will be considered in identifying any opportunities for additional work. 

Early indications of future work to be undertaken by partners (where relevant) include: 

 Producing an up-to-date model of seniority in the legal professions. Existing models 
of seniority may not reflect the real range of senior roles, limiting the extent to 
which we can track progress towards diversity and inclusion at a senior level. We 
consider this work may have wide-ranging benefits from how we approach analysis 
in the combined statistics report to how individual organisations measure their own 
contributions to progress.  

 Reviewing the skills and abilities required of judicial office-holders. There is an 
opportunity to review the Judicial Skills and Abilities Framework to ensure this 
accurately reflects the attributes required for each judicial role. The Framework was 
last updated in 2014 to provide a clear set of expectations common to all 
jurisdictions against which judicial office-holders are selected, trained, encouraged 
and appraised.   



 

 

 
The Judicial Diversity Forum’s Theory of Change 

 Support legal 
professionals to 
effectively foster an 
inclusive culture, 
including guidance 
and training. 
 

 Provide ways for 
professionals to 
report barriers to 
getting in and 
getting on in the 
workplace and 
promote best 
practice. 
 

 Target programmes 
to address the 
remaining barriers 
to inclusion, 
focusing on access 
to the professions 
and development. 

 Encourage 
candidates from 
currently 
underrepresented 
groups to apply to 
roles and provide 
support to develop 
their skills and 
experience. 
 

 Ensure selection 
processes are fair, 
and do not 
specifically deter 
candidates from 
underrepresented 
groups. 
 

 Use data to identify 
remaining barriers 
and track impact. 

 Bring in untapped 
talent from 
professional groups 
that have faced 
barriers to applying 
for judicial roles. 
 

 Promote 
opportunities to 
candidates from 
these groups and 
provide support to 
aid their success in 
applications. 
 

 Improve our 
understanding of the 
systemic barriers 
disproportionately 
affecting particular 
professional groups. 

 

 Address barriers to 
getting on in the 
workplace which 
make it harder for 
professionals to 
progress. 
 

 Raise the profile of 
judicial career paths 
among potential 
applicants, with 
visible role models 
in senior positions, 
and provide 
resources to 
improve applicants’ 
chances of success. 
 

 OVERARCHING AIM  

An individual’s personal characteristics, or social or professional 
background, are not a significant predictor of success in the professional 

career towards, appointment or progress within the judiciary 
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