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In January we held the third in our Speaker Series where we 
discussed ideas that relate to inclusion and diversity in Dr. 
Catherine McGregor’s recent book, Business Thinking in 
Practice for In-House Counsel: Taking Your Seat at the Table 
(Globe Law and Business 2020).  Catherine was joined in con-
versation by Banke Odunaike, Head of Legal EMEA at CBRE.  

 The Speaker Series  
   is supported by: 
 
 
“The Business Case for Diversity  
and Inclusion”

 

Catherine’s book covers seven human-centred business con-
cepts which have been influential in business and are now also 
changing the way that legal departments think and work. 

These concepts are:  
Purpose; Culture; Leadership; Talent; Creativity;  
Collaboration; and Innovation.

Despite many years of focus and work in the inclusion and  
diversity space, Catherine quite consciously did not include  
Diversity and Inclusion as one of the concepts above. Why? 
She did not want to separate out inclusion and diversity, but 
rather have it as a constant idea which is integrated into each 
of these concepts in some way.

This is key part of the business case for diversity and inclusion 
– it’s got to permeate everything and not be relegated to sit in 
its own silo. Otherwise, it runs the danger of being viewed as 
something less-than, an optional extra. And interventions to 
address D&I issues will themselves be less-than and fail. 

• Diversity and inclusion should not be something you think 
about separate to the day job. It is an intrinsic part of your 
day job whatever that is and whoever you are.
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• Thinking about diversity and inclusion in a silo can prevent 
people from considering what structural issues permeating 
the business may create inequalities.  It’s not that diverse 
groups are radically different – it’s that workplaces were 
generally designed to only accommodate the needs of one 
group. We need to question and change those ways of do-
ing things which many people currently consider ‘normal.’

• Research shows that many companies who rushed to add 
demographic diversity because it has been shown diversity 
would increase profits saw none of these benefits. These 
were the companies who did not simultaneously think about 
the broader structural pieces like purpose, culture, and how 
they were defining talent and success. Their efforts were 
doomed to failure. It’s like trying to get a seed to grow with-
out the right soil conditions or without properly feeding and 
watering it. Diverse talent feels like they don’t belong and 
will leave.

• Purpose is key when thinking about your team or organi-
sation.  As Simon Sinek says, “People don’t buy what you 
make but why you make it”.  This highlights the difference 
between a deliverable designed solely to improve profit 
margins and one designed to meet the principles and be-
liefs of both the provider and the customer, with profit as a 
by-product.    

• When defining purpose, it is essential that input is inclusive 
to ensure that the purpose resonates with everyone. Indi-
viduals can come to it in their own way, but they need to be 
able to buy into the broad purpose otherwise you will have 
a cultural issue.

• D&I should be a factor in your purpose statement, and you 
should be clear on why inclusion and diversity are important 
to your purpose. It’s the difference between really believing 
that diversity will add value to what you do versus feeling 
you should think about because everyone else is and/or it 
will look bad if your organisation doesn’t.

• Culture is aligned with purpose and having a psychologi-
cally safe culture is key for inclusion. A key part of a psy-
chologically safe culture is being able to be vulnerable and 
being able to make mistakes.  That links to an area which 
arises often in D&I – fear of saying or doing the wrong 
thing. We will all say and do the wrong thing at some point. 
It’s part of the learning process. What’s key is showing that 
mistakes are part of the learning process, but discrimination 
and bigotry are not. 



• Inclusive leadership is key in driving a culture that is safe 
and inclusive. Leaders have to able to be fearless in show-
ing their own learning journey and being aware they will not 
have the right answers all the time.

• Creativity and innovation are both areas where diversity of 
thought is fundamental. But culture and leadership are key 
in creating the right conditions for truly diverse thinking. 
Leaders and the organisational culture need to give free-
doms that encourages divergent thinking while also provid-
ing guidance and structure to give people the confidence to 
think differently. This means ensuring that everyone’s ideas 
are heard and valued, and that people feel secure in speak-
ing up.

• Diverse thinking is rooted in true diversity. Diversity of 
thought cannot happen with a group that is homogenous, 
nor can it happen if we are forcing those who have different 
experiences to conform to another identity or hide who they 
are.

• We need to ensure that all exercises in thinking and imag-
ining differently have diversity as a key component. Many 
discussions of the future of law and innovation in law can 
still skew very straight, white, able-bodied, elite-educated 
and male. It’s key that the future of law does not replicate 
the mistakes of the present.
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The Apollo Leadership Institute, an initiative of the InterLaw 
Diversity Forum, was founded in February 2018 as a global hub 
for General Counsel and senior in-house lawyers from all sec-
tors), and focuses on inclusive leadership and culture, diversity 
and inclusion, and the creation of meritocratic workplaces. 

The Apollo Leadership Institute grew  
organically from our past initiatives  
and activities:

 

• Research. Our 2012 research report, Career Progression 
in the UK Legal Sector, surveyed nearly 2,000 members 
of the UK legal sector from all strands of diversity (LGBT+, 
BAME, gender, and disability) and social mobility. This 
report found that straight, white, elite-educated males 
fare best in the profession, while diverse groups fare 
significantly worse, with even worse outcomes for those 
who are intersectional – i.e.,r ‘tick multiple boxes’. This 
research showed that these different diverse groups 
in the legal sector had very similar experiences to one 
another with regards to career progression and faced 
similar career obstacles (which first motivated InterLaw 
to expand its remit beyond LGBT+). The research also 
showed that ‘Diversity 101’ was not working. Standard D&I 
interventions were not producing the hoped-for progress, 
however well-intentioned. For example, UK law firms 
have been recruiting women at 50% levels for over 20 years, but 
equity partnership levels for women are still at approximately 12-
14% on average and haven’t shifted significantly in a decade. NB 
The Career Progression Report is being updated for publication 
in early 2021 with new data sets from 2017 and 2020.

• The Apollo Project. Recognising that most D&I initiatives were 
failing to produce real change, the Apollo Project ran for four 
years (2014-2017) and aimed to identify effective D&I interven-
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tions with demonstrable outputs. 
• The Apollo Leadership Institute was also inspired by Daniel Win-

terfeldt’s regular meetings over many years with GCs and senior 
in-house counsel in the UK, US, and across the globe to discuss 
diversity, inclusion and culture, and the Apollo Project.  Daniel 
felt there was need for a shared forum to bring together GCs and 
senior in-house counsel to discuss these topics, share best prac-
tice and encourage collaboration with law firms and legal service 
providers.  

Leadership in the legal sector do agree that there is a strong case 
for organisational change and better culture in the sector because 
it results in (i) better talent management, (ii) increased efficiency, (iii) 
better delivery of service to clients, and (iv) better reflection of clients 
and wider society. There have been numerous GC letters widely cir-
culated, showing that the real desire for change exists. 

We aim to support these efforts by providing specific tools and 
guidance to help clients achieve these goals and to provide sup-
port to their collaboration with law firms and legal service provid-
ers.

The Apollo Leadership Institutes takes a 
three-pronged approach to driving change:

 

1) Law firm panel management
• We will be producing a toolkit to assist in-house counsel with 

managing law firms for better outcomes around diversity, in-
clusion and culture.  This toolkit will be based on our 2019-20 
seminar series around law firm panel management with Walmart, 
the American Bar Association (the “ABA”), National Grid, Barclays 
Google, Microsoft, and VF Corporation.

• We will be adapting the American Bar Association’s Model Di-
versity Survey for use in the UK, which will help take a major step 
forward.  

2) Talent and Culture – Sharing best practice 
We share tools from best practice and innovation from the legal sec-
tor and beyond to unlock change.

3) Supporting Leadership
We are creating a learning and development programme with the 
Institute’s faculty to support the members of the Institute. 



The Apollo Leadership  
Institute is co-led by:

Gretchen C. Bellamy, 

Senior Director - Education, Operations, and Initiatives,  
University Office for Diversity & Inclusion, University of  
North Carolina Chapel Hill; Special Advisor to the American 
Bar Association’s Commission on Racial & Ethnic Diversity  
in the Profession

Dr. Lisa Webley

Head of Birmingham Law School 
Professor of Law and Empirical Studies

Daniel Winterfeldt QC (Hon)

Founder & Chair, InterLaw Diversity Forum 
Global Capital Markets Partner, Reed Smith

Apollo Leadership Institute:  
Senior Advisory Board  

Our Senior Advisory Board, a body of leading general counsel, 
senior in-house lawyers, and global D& I experts, advises the 
co-leads of the Apollo Leadership Institute on all aspects of our 
work, including prioritisation and implementation of projects (as 
well as accompanying timetables, etc.), to ensure that we are 
meeting our own goals as well as the needs of general counsel 
and senior in-house lawyers around diversity, inclusion, and 
culture.

Edward Bibko, General Counsel for EMEA and Asia, Jefferies

Sarah Blomfield, General Counsel EMEA, Evercore

Alan Bryan, Senior Associate General Counsel, Walmart

David Jackson, Managing Director, Head of Group Corporate, 
Treasury and M&A Legal, Barclays 

Ruchi Kaushal, General Counsel, Cable & Wireless Communi-
cations 

Fleur Knowsley, Acting General Counsel, Google Fiber (US)



Sheldon Mills, Director of Competition, Financial Conduct  
Authority (FCA)

Barry Matthews, SVP General Counsel (EMEA and UK), Meggitt; 
Founder, Social Mobility Business Partnership; Member Board  
of Directors, Solicitors Regulation Authority

Ike Osaki, General Counsel EMEA, Bank of America

Monica Risam, General Counsel, Lombard International Group

Emma Slatter, General Counsel, Visa Europe

Emily Smith-Reid, Deputy General Counsel, HSBC  

Dame Fiona Woolf DBE, Former Lord Mayor of the City  
of London; Former President of the Law Society

Gretchen C. Bellamy, Representative for the American Bar  
Association’s Commission on Racial & Ethnic Diversity in the  
Profession; President & Consulting Director, Bellamy  
management Consulting LLC

Dr. Lisa Webley, Professor of Law and Empirical Studies,  
Head of Birmingham Law School 

Daniel Winterfeldt QC (Hon), Global Capital Markets Partner, 
Reed Smith; Founder & Chair, InterLaw Diversity Forum


