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THANKS
A diversity program is by its nature a collaborative 

endeavor. Accordingly, we would like to express our 

gratitude to all those who participated in the creation of 

our Plural Program and helped make it what it is today.

Our special thanks go to:

• Every single partner and employee of Daniel Law;

• The Brazilian Human Resources Association (ABRH); 

• The United Nations Entity for Gender Equality and 

Women’s Empowerment (UN Women) – who helped us 

build knowledge and relationships;

• Renata Shaw, who led the Plural Program from 2018 to 

September 2019;

• Rob Miller, who helped us to structure our journey; 

• Our Human Resources team:  

Eliete Moscon  

Fernanda Pereira  

Giselle Rocha  

Juliane Alves  

Luana Chagas  

Simone Mello  

Tatiana Rodrigues

• And our suppliers and business partners.
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If this were a lawsuit, it would end with winners and 

losers.	But	what	you	will	read	here	are	the	first	stories	of	

a case in which all sides win.

The concern with diversity and inclusion turned out to 

be	a	natural	choice	for	our	office,	since	we	have	been	

dealing with human creativity for more than 60 years. 

At Daniel, we know that ideas and solutions come from 

a variety of sources, and how they become richer when 

they come from different perceptions and experiences. 

We see diversity as a value, which we have cultivated and 

strengthened	in	our	office.	This	is	precisely	why	we	have	

created our Daniel Plural program.

It was an organic transition for us to look inward to 

ourselves, and outward to our relationships with the 

world,	seeking	to	reflect	the	diversity	that	we	enjoy	in	

Brazilian society, and achieve a degree of inclusion that 

ensures diversity is respected and promoted.

We discovered that we are diverse, and we decided to work 

to further support this diversity, to express our strength 

and our belief in equality between people, independent of 

gender, race, religion, sexual orientation, gender identity, 

socioeconomic condition, disability, or other characteristic 

related to diversity. 

This Diversity and Inclusion Report records our progress 

since the beginning of our program, and provides a 

picture	of	who	we	are	and	what	we	think.	It	a	reflects		the	

achievements of the Daniel Plural program:  everything 

that we have done over the years, who we have become 

and who we intend to be in the future, by embracing 

diversity and inclusion as a cause, that has become an 

integral part of our personal and professional development. 

In this research, we sought the partnership of Rede NAMI 

(‘Nami Network’), an organization in Rio de Janeiro in which 

women, girls and teenagers work in an original way through 

art, and artistic interventions, in the urban context.

Like us, they employ a differentiated approach in their 

work – through art and creation – in order to make 

society more sensitive to the importance of ensuring 

rights for women in their plurality and their diversities.

We have embraced diversity and inclusion because we 

believe that, as a result, everyone gains – it expands 

both the personal and professional development of  

our people, and the relationships with our clients  

and suppliers.

We hope you appreciate the contributions that we are 

seeking to make to a fairer Brazil: our objective is to 

increasingly expand our capacity and ability, as a law 

firm,	to	guarantee	the	rights	of	our	people,	as	well	as	

our clients regarding their innovations.

Enjoy reading!

ABOUT THIS BOOK
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MESSAGE FROM THE CEO

Being part of an organization like Daniel, which concerns 

itself with diversity and inclusion, gives us the opportunity 

to learn, and expand our view of the world. 

It is something which, as well as making us grow as people 

and as a society, has an incalculable value in the world 

of business. Diversity of thoughts, propelled by inclusion, 

helps us to achieve our business objectives in a very 

effective way.

By deciding to look at these issues in a more structured 

way	in	our	law	firm,	we	can	proudly	say	that	we	now	

comprise a balanced group of people in terms of gender, 

and	that	we	have	a	significant	number	of	women	as	

leaders in various areas.

Conducting this analysis has also led us to perceive that 

although	we	have	made	great	progress	towards	significant	

inclusive action since the beginning of our journey, seeking 

to reproduce the present diversity of Brazilian society 

in	our	law	firm,	we	still	can	–	and	must	evolve	further	in	

engaging with all our employees and leaders.

Inclusion is an ongoing process of demolishing 

prejudices, stereotypes and unconscious biases.  

And it needs to be carried out with constant attention 

and with the capacity for adaptation to best practices.

The point is that, at Daniel, we perceive difference as a 

vital force for promoting positive impacts in business 

and	in	people’s	lives.	This	is	the	culture	of	our	law	firm,	

which we intend to enhance with the help of diverse 

partners	of	all	genders	and	profiles.

This publication also outlines some of our initiatives 

toward gender and racial inclusion in relation to 

remuneration, the processes of hiring and selection, our 

internal awareness processes and personal development 

and training activities on the subject.

I hope you can identify with us, and accompany our 

journey and efforts, as an employee, client, or supplier – 

indeed as a multiplier of knowledge of the importance 

of diversity – in everything that we undertake to do in 

the coming years.

BEING PLURAL IS OUR ESSENCE 

We invite you to learn about this 

path we are taking – and to join us 

on this journey.

Alicia Daniel-Shores - CEO



CREDITS

ABOUT THIS BOOK

CONTENTS

INTERNAL POLICIES 

RECRUITMENT AND 
SELECTION POLICY 

THE DANIEL CODE 
OF CONDUCT

COMMUNICATION; 
DIVERSITY 
AWARENESS

COMMITMENTS 
ASSUMED; PUBLIC 
RECOGNITION; 
PARTNERSHIPS 

GETTING TO KNOW 
EACH OTHER

MESSAGES

GENDER AND RACIAL 
WAGE EQUALITY 

OUR INTERNAL 
DEMOGRAPHICS 

THE NAMI 
NETWORK 

BIBLIOGRAPHY 

8

Partner and Director of Trademarks, Contracts and Diversity

ISABELLA CARDOZO

FORMING NEW 
GENERATIONS

Plurality is something that is achieved through 

ensuring access, respect, recognition of privileges, 

awareness of unconscious biases and prejudices, 

and above all –  willpower.

Willpower is something that has never been lacking 

at Daniel. From the moment we began to focus our 

attention on diversity and inclusion, we have been 

able to build an organizational culture and create a 

work environment that is not only diverse but also 

effectively inclusive.

Participating in the Plural program has been a 

process of much learning which, for me, has gone 

well beyond the subject of creating a professional 

environment and atmosphere. 

It is a process that involves looking both outward 

and inward simultaneously, and it is really special to 

see	the	tangible	results	in	the	office	resulting	from	

the Plural program. It has certainly transformed my 

way of looking at the world, and has given me two 

important insights:

– No one is too small to make a difference. 

– We, as individuals, are able to make  

significant	changes	to	the	world	around	us	and	 

in the understanding that we pass on to the  

next generations.



THE WORLD NEEDS CHANGE:   
   doing our part
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To get to parity in the next decade instead of the next two centuries, we 

will need to mobilize resources, focus leadership attention and commit to 

targets across the public and private sectors. Business as usual will not 

close the gender gap – we must take action to achieve the virtuous cycle 

that parity creates in economies and societies.

Saadia Zahidi, Administrative Managing Director of the World Economic Forum, 

and Head of the Forum’s Centre for the New Economy and Society, 2019.

GENDER	PROFILE	–	WOMEN	

Gender inequality in the workplace increased in 

2019. It has been estimated that the world will have 

to wait another 257 years before gender parity 

becomes a reality. The Global Gender Gap Report, 

produced by the World Economic Forum for 2020, 

analyzed	153	countries	and	found	some	significant	

progress in health, education and politics – but 

not in the job market, as its estimate that it would 

take over two-and-a-half centuries to correct the 

situation clearly shows. 

Organizations in favor of gender equality also 

report that societies and companies have not taken 

proper advantage of women’s economic potential. 

It appears that these entities were oblivious of 

how to reap the returns on their investments in 

education, and did not take into account a wide 

range of studies indicating that companies tend to 

become	more	competitive	and	profitable	when	they	

promote gender equity and equality. In other words, 

the overall picture is one of negation of the role of 

women in employment and in the economy.



CREDITS

ABOUT THIS BOOK

CONTENTS

INTERNAL POLICIES 

RECRUITMENT AND 
SELECTION POLICY 

THE DANIEL CODE 
OF CONDUCT

COMMUNICATION; 
DIVERSITY 
AWARENESS

COMMITMENTS 
ASSUMED; PUBLIC 
RECOGNITION; 
PARTNERSHIPS 

GETTING TO KNOW 
EACH OTHER

MESSAGES

GENDER AND RACIAL 
WAGE EQUALITY 

OUR INTERNAL 
DEMOGRAPHICS 

THE NAMI 
NETWORK 

BIBLIOGRAPHY 

1111

We have strong belief in the professional value of our 

women employees. The percentage of women in our 

staff and management has grown consistently in recent 

years and is now 48%.

We know for a fact that we can make further progress 

in	gender	equity/equality	because	there	are	still	clear	

inequalities of professional positioning between women 

in Brazil. Take, for example, the participation of African-

Brazilian women in the Brazilian job market. Here, we 

recognize that we can and should make further progress. 

Of the women who work at Daniel, only 21% are  

African-Brazilian. In December 2019, African-Brazilian 

women only constituted 10% of our employees.

Daniel expresses its concern with this 
topic by focusing on training of new 
professionals. In 2019, we hired  
14 interns – 8 of whom were women (57%), 
and	6	men	(43%),	all	working	in	the	office’s	
core business areas: Litigation,  
Trademarks and Patents.

 

Daniel does not join such organizations 
in terms of their negative positioning – 
quite to the contrary. In December 2019, 
48% of our 219 employees were women. 
52% of the partners were women, and 
women held 47% of leadership positions.

Having a woman, Alicia Daniel-Shores, as CEO since 

2005, is an important differentiating factor among 

law	firms	in	Brazil,	and	in	Latin	America	more	broadly.	

Female leadership at Daniel is compatible with 

questions of meritocracy, and the competence to 

manage	the	office’s	portfolio	of	clients,	upholding	

its position as a benchmark for business related to 

intellectual property. It aligns with the conclusion 

of the World Economic Forum report, that having 

women in leadership positions in the corporate world 

is a strategy that is effective not only for the success 

and sustainability of a business, but also in terms of 

economics – which we see at both Brazilian and  

global levels.
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The word ‘Plural’, for me, means equal 

opportunities. We always say that we have to 

provide opportunities to everyone, that everyone 

has to feel included. But I feel that the great 

difference of our Plural program, in what we do 

in the office, is that we enable people to have 

opportunities, because not everyone is on the 

same page. This sounds a bit like jargon, yes, 

but as an office we know we need to find a way 

for people to have access to us, to be able to 

develop and break down barriers. I think that 

we have been doing this – today we have a 

really great and diverse team, and I think we are 

continually making progress in this direction.

 

       André Oliveira 

       Partner 

 Rio de Janeiro

feminine

 

Plural means a combination of innumerable 

aspects – tastes, ideas, religions, ethnicities – it’s 

a combination of everything that is different, and 

that goes to make up a single group.

 

 Nelsa Barroso 

 Trademark Department 

 São Paulo

PARTNER PROFILE 
BY GENDER

LAWYER PROFILE 
BY GENDER

55%
45%

LEADERSHIP PROFILE 
BY GENDER

INTERN PROFILE 
BY GENDER

GENERAL STAFF PROFILE 
BY GENDER

52%
48%

masculine Source: Human Resources Management, Daniel Law,  

December - 2019.

48%52% 47% 53% 54%
46%
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The debates on gender equality and diversity in 

corporate environments point to the importance of 

involving men in this enterprise. Daniel agrees with  

this view, and strategy.

EVERYONE’S	INVOLVED	–	
INCLUDING MEN!

Yes,	diversity	/	equity	includes	men.	

This means, for example, a new approach to paternity,  

and to life overall. In today’s world this experience can 

and should be thought of on different levels than the 

limiting traditions of the 20th century. 

On	one	hand,	the	new	standards	are	more	flexible,	and	on	

the other, more demanding. This is a reality we face over 

the course of our lives.

From this perspective, every man has the 
opportunity to choose how much diversity 
he’s willing to introduce into his life and how 
this will affect his relationships with women, 
with other men, with humanity and, most 
importantly, with his own sense of self.

Living with gender diversity and equity includes 

understanding the experience of other social groups, their 

needs, interests and rights. We – men and women – will 

never know exactly when we will be called on to speak, act 

and take a position on human and cultural diversity.
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Understanding a sign depicting a wheelchair in the 

parking area of your shopping center or supermarket 

is one thing – but the experience of your son or 

daughter in relating to a pupil who is deaf, for example, 

is quite another. Respecting diversity can mean 

comprehending the meaning of an ‘illustration’ – a sign 

on the ground or the entrance to the school – but 

it might also involve understanding how a particular 

disability came about, for example, through a car 

accident. We don’t know when Diversity will confront 

us, because it is there among us, all the time.

The	history	of	the	Daniel	office	is	also	the	history	of	

two	men:	Percy	Daniel,	the	office’s	founder,	in	1959,	

and his son Denis Allan Daniel, who succeeded him in 

1977.	They	are	responsible	for	instilling	in	our	office	

the values of meritocracy and tenacity,  which laid the 

foundation for our present story of innovation, success 

and overcoming challenges. Today, Daniel has a 

spectacular staff of male employees with a wide range 

of	qualifications,	abilities	and	professional	histories	that	

contribute to our overall diversity initiative. 

In December 2019, 52% of our 219 
employees were men. Of the partners, 
48% were men; men held 53% 
management positions, and were 55% 
of the staff of lawyers.

 

For me, the word ‘Plural’ means this: that I am 

represented in other places. I can identify with 

different cultures, I can have other thoughts. I can 

be multiple – you know what I mean? Just having 

one idea, being totally individualistic, can be 

problematic – I think we need to be more open,  

to listen to people, and see how different they are.

 

 Luiz Eduardo Xavier 

 Administration Department 

 Rio de Janeiro

 

I think this change in the company is great. 

That’s what ‘Plural’ means to me – having 

respect for one another.

 

 Rangel Ornellas 

 Trademark Department 

 Rio de Janeiro

The	well-balanced	profile	of	our	partners	and	

employees is a source of pride, and we see it as a 

foundation and contributing factor to the results we 

achieve in our relationships with clients and partners.
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Brazil has seen a growing debate on ethnic and racial 

discrimination and inequality.

We have learned that Brazilians who identify themselves 

as “preto”, or “moreno”, according to the categories 

of the national research institute IBGE2, may all be 

described as being of African descent – African-Brazilians 

– and compose at least 55.7% of the population. While 

it constitutes a majority, this group is also the most 

vulnerable according to social and economic indicators.

In 2018, IBGE data reported that African-Brazilian men  

and women were 54.9% of the country’s workforce  

(57.7 million people), and white men and women were 

43.9% (46.1 million). However, among the 12 million 

unemployed, 8 million were black men and women – 

approximately 64%. The average wage of an African-

Brazilian male or female employee was 57.5% of that of 

a white male or female employee, and while 34.6% of 

the white population were working informally (without 

official	employment	registration),	for	the	African-Brazilian	

population this percentage was 47.3%.

Brazil’s Annual Social Information 

Report (RAIS)1 has become, over 

time, one of the most reliable 

sources of statistics on the 

country’s formal employment 

market. It is an administrative 

record that constitutes a source of 

reference both for the country and 

internationally – almost considered 

to be a veritable census.

Orientation Manual of the Brazilian 

RAIS for 2018.

ETHNIC SPACE 
RACIAL PROFILE

1 RAIS: Relação Anual de Informações Socais.
2	IBGE:	Instituto	Brasileiro	de	Geografia	 

e Estatística.
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In December 2019, 26% of our partners 
and	employees	identified	as	being	of	
African origin (either ‘preto’ or ‘moreno’ 
in	the	IBGE	classification).	They	held	
13% of leadership positions, were 7% 
of the partners, 7% of the lawyers, and 
14% of the technical patents staff. 

Change has been and continues to be slow, but  

one	of	the	most	significant	has	been	the	rising	

representation of the African-Brazilian community  

in universities. In 2018, the IBGE reported that  

50.3% of students registered at public higher 

education institutions were African-Brazilian.

Based on these indicators, it is time to reconsider 

arguments	about	the	lack	of	training	or	qualification	

of African-Brazilian people, which keeps them from 

skilled jobs in the labor market.

There is certainly room for improvement. 
For this reason, we have started a 
dialogue with African-Brazilian student 
groups in universities, seeking to improve 
our recruitment and selection processes. 
We have determined that this will be 
one of the priorities for the Daniel Plural 
program over the coming years.

At Daniel, we have learned that  
the country could be different and  
that	law	firms	can,	and	should,	do	 
things differently.  
 
We understand that it is necessary to 
see beyond the obvious needs and to 
take the further step of guaranteeing 
people’s rights. Together we must  
learn about the paths that can make  
a real difference. 

In July 2019, we carried out a census of all our 

partners and employees, including a question 

asking about how they identify in terms of their 

‘color or race’ according to the criteria used by IBGE 

(all Brazilian companies and public bodies must 

report this information annually to the Employment 

Ministry). The collection of such information was 

received	positively	by	everyone	at	the	firm	and	has	

now become standard procedure in terms of the 

firm’s	new	hirings.	
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For me, ‘Plural’ means the presence of a range 

of individuals with different histories, ethnicities, 

religions, gender identities and sexualities, 

and bringing them together as an amalgam 

in a single space, aiming for those who are 

‘different’ to harmonize, and to hold a dialogue 

without any prejudice or pre-judgment – 

with the potential for this diversity to be an 

advantage for all the parties involved.

 

 Paulo Armando 

 Partner 

 Rio de Janeiro

asian

 

I understand ‘Plural’ as meaning equality. Indeed,  

I always say that Daniel has been doing this for a 

long time. I started at Daniel in a program very similar 

to the ‘Young Apprentice’, so for me ‘Plural’ is equality.

It means always trying to put all employees on the 

same level, with the same possibilities for growth. 

That’s my opinion.”

 

 Elias Ramos 

 Audit and Compliance 

 Rio de Janeiro

PARTNERSHIP PROFILE 
BY	COLOR	/	RACE

LAWYER PROFILE 
BY	COLOR	/	RACE

LEADERSHIP PROFILE 
BY	COLOR	/	RACE

INTERN PROFILE 
BY	COLOR	/	RACE

GENERAL PROFILE 
BY	COLOR	/	RACE

black

Source: Human Resources Management, Daniel Law,  

December - 2019.

2%

26% 72%

white

3%
7% 90%

2%
7% 91%13% 87% 25% 75%
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AGE PROFILE

The	age	profile	of	Daniel	similarly	expresses	diversity,	 

with 49% of our total workforce aged under 30.  

Among our leadership positions, 30% of the jobs are held 

by people with more experience, aged between 41 and 50.

 

For me, ‘Plural’ means acceptance: an end 

to any feeling of strangeness when you see 

someone ‘different’ in the same environment 

as yourself. It means accepting everyone who 

comes into your life to add something, who 

has something to contribute, regardless of 

any personal characteristic that makes them 

different from the others. Indeed, Brazil needs 

people who think differently, people who can 

add something, regardless of any personal 

characteristic they may have. 

 

 Renato Malafaia 

 Partner 

 São Paulo
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up to 30 years

LAWYER PROFILE 
BY AGE

INTERN PROFILE 
BY AGE

Source: Human Resources  

Management, Daniel Law,  

December - 2019.

12% 49%

PARTNER PROFILE 
BY AGE

LEADERSHIP PROFILE 
BY AGE

19%

7% 29% 

For me, ‘Plural’ is this: It’s me, you, him, her, 

the entire office. For me it’s society, it’s how 

we see one another, it’s understanding each 

other exactly as this, Plural. Each one has 

their individualities, their characteristics, their 

good things and their bad things – for me, 

‘Plural’ is a community, it’s a society. Indeed: 

it’s the world – all that’s needed is for us to 

see the world as Plural.

 

 Luciano da Fonseca 

 Daniel Plural program  

 Rio de Janeiro

between 31 and 40 years

between 41 and 50 years

above 50 years

EMPLOYEE PROFILE 
BY AGE

32%

7%

45%

7%

30%
11%

52%

100% 14%
5% 48%

33%
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BEYOND INCLUSION: 
RECOGNITION

There are many challenges 

related to inclusion 

for disabled people in 

professional activities, and 

Brazil	has	created	specific	

legislation on the subject. 

Law no. 8,213 of 1991 

requires	companies/offices	

to have between 2% and 5% 

of	their	job	positions	filled	

by disabled people.

 

I have taken part in various ‘disabled inclusion’ workshops, and the reality 

is sad: many companies just fulfil their quota and don’t take any action 

for actual inclusion. Indeed, I think that having a procedure exclusively for 

disabled people is in itself a discrimination. To be inclusive, things have to 

be natural and equal for everyone. Complying with the obligations of the 

Law is important, we know that, and that is why the Quota Law exists. 

But if we don’t look inward to our own ‘house’ and truly include those 

professionals who, in the majority of cases, have already suffered a huge 

amount of discrimination,  we’re only touching the surface, if that.

There’s one phrase that stood out to me in a disabled people’s forum in 

which I took part (in the role of ‘company’): It’s not enough to just have 

a party, we have to ask people to dance! This is inclusion: Select, attract 

and develop.

 

 Eliete Moscon 

 Human Resources 

 São Paulo
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I have been within the classification of ‘disabled’ now for 34 years, and what I most see in society is 

negative pre-judgment in people’s looks – without at least the minimum curiosity (this doesn’t worry me), 

such as asking why or how it happened, or even how I manage to do certain day-to-day tasks with total 

ease. In the corporate world this reaction is similar, but more formal: less aggressive, and this makes it 

easier for us to understand that we are being pre-judged.

At Daniel, though, I don’t perceive this: everyone treats me as an equal, and makes me feel part of the 

family – which for me is very important. 

Based on my hiring process, the promptness of the feedback they gave me, as well as all the information 

provided on the projects and causes that the office embraces and fights for, I felt : “I had to be part of  

this team”. 

The company’s processes of inclusion have been of extreme importance for us who are disabled, because 

many of us were not born disabled (as I was), but became disabled during the course of a lifetime.   

In many cases a person might feel incapable of going back to the employment market, expecting not to 

be able to get back into the routine. 

Not only inclusion, but recognition, when deserved by the disabled candidate, is also extremely important.

 

 Vinícius Freitas 

 Finance Department 

 Rio de Janeiro

Daniel complies with this legislation. It also 

recognizes that the organizations that 

specifically	operate	in	recruitment	of	disabled	

people play an important role in the inclusion 

of this group in the labor market. Daniel has 

used this specialized service and expects to 

expand this type of partnership in the future.

Daniel’s	offices	in	both	Rio	and	São	Paulo	

are specially equipped to provide access for 

disabled people, and our IT management 

is available to make all the necessary 

adjustments for our workers with disabilities. 



JUSTICE AND DIVERSITY:         
  values that grow together
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GENDER WAGE 
EQUALITY 

Wage equality is a demand of working women in countries around 

the world. 

There	is	no	justification	for	a	woman	with	the	same	education,	

occupation and number of hours worked having a lower salary than 

a man with the same characteristics. 

Increasingly well-prepared and detailed studies show that gender 

wage inequality has a negative effect on national economies and 

corrodes the economic stability of the families of working women.

In the USA, the Institute for Women’s Policy Research (IWPR), 

one of the most important research institutions on economic 

opportunities for women, the employment market and gender 

inequalities, reported in The Impact of Equal Pay on Poverty and 

the	Economy	(2017)	that	the	US	would	have	benefited	from	

additional national income of US$ 512.6 billion if female workers in 

the country had received the same salary as their male colleagues 

– representing approximately 2.8% of GDP in 2016. The study 

also found that offering equal pay to working women would have 

a substantial effect on the wellbeing of their families, reducing 

the poverty level of this group by half, from 8.0% to 3.8%, and for 

single mothers, from 28.9% to 14.5%.
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In Europe, the debate is also heated. In 2017 the UK 

adopted legislation to reduce the gender wage gap, 

which included targets to be reached by organizations. 

More	specifically,	Companies	with	250	employees	

or more were required to publish their gender wage 

disparity indicators annually, and present targets for 

reducing these gaps. Companies that do not provide 

the required information or provide imprecise data are 

formally subject to legal action by the Equality and 

Human Rights Commission, which may include the 

payment	of	fines.

Women’s rights organizations monitor these analyses 

and legal measures, aiming to promote gender  

equality in the corporate world. There is an increasing 

number of public awareness campaigns on the 

importance of wage equality not only for society, 

but for sustainability of business, and the economic 

competitiveness of countries. 

In Brazil, wage inequality is also a tragic 
reality. According to the IBGE, in 2018 
women composed 45.3% of the country’s 
workforce, and on average earned 79.5% 
of the wage paid to male employees. 
Women holding jobs as directors or 
managers, aged 40 to 49 (which is often 
seen as the peak period in a professional 
career), received only 67.9% of the salary 
paid to men in the same positions.

Even in occupations at graduate level, such as doctors 

and lawyers, there is still a visible inequality of earnings. 

Although 52% of graduates in these disciplines are 

women, the ratio of earnings of women to men in  

these two professions is: 71% for doctors, and  

72.6% for lawyers. 

At	Daniel,	gender	wage	equality	was	the	first	measure	

in the Daniel Plural program. In the second half of 2018, 

on orientation from our CEO, Alicia Daniel-Shores, 

Human	Resources	Management	conducted	its	first	

survey of wage gaps between the company’s male 

and female employees. This survey found minimal 

discrepancies in these indicators. The HR management 

unit presented the company’s board with the 

corrections necessary to eliminate the distortions.
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By the beginning of 2019, Daniel was able to 

definitively	affirm	itself	as	a	Brazilian	law	firm	with	no	

gender wage differences whatsoever among both 

its partners and its employees. Our experience as a 

pioneer	among	law	firms	in	Brazil	has	served	as	an	

example	to	other	companies	and	law	firms.	We	are	

proud of this benchmark position, since we believe 

that achieving gender equality in work environments 

and relationships is the right thing to do.

Estado de São Paulo, de 19 de maio de 2019.
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ETHNIC	/	RACIAL 
WAGE EQUALITY

IBGE reports academics and public policy framers 

“involved in diagnosis and execution of measures to 

reduce” social inequality producing numerous studies 

and efforts to correct it. Going further, IBGE says 

that “among the many forms that these inequalities 

take, the central space in the debate is occupied by 

inequality due to race or color – because the way 

this has come about involves characteristics of the 

development process of Brazil”.

Indeed, Brazil’s history of slavery, and especially the 

way that institutions have behaved since slavery, have 

resulted in racism and racial discrimination having a 

fundamental impact on social, economic and political 

inequality for the African Brazilian population.
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We eliminated the wage difference between men 

and women and then she (Head of HR) says: 

Alicia, there’s one wage difference left’. 

And I say:  ‘What?! It’s not possible!’ 

She replies – ‘The racial wage difference.’ 

So, then, in September of this year (2019) we also 

eliminated the racial wage difference. 

All it takes is political will – and you can do it.

 

 

  Alicia Daniel-Shores 

  CEO, Daniel Law

The wage situation of African-Brazilian people in the 

labor market translates this reality of discrimination.  

The IBGE’s extensive study and report of 2019, 

Inequalities due to Color and Race in Brazil3,  reported 

that the monthly earnings of working white people 

were 73.9% higher than those of working people with 

African origin. White people who had completed further 

education earned 45% more per hour than people with 

African origin with the same level of education.  

Among young people aged 18 to 24 with complete 

secondary education who were not studying  

because they needed to work or look for work,  

61.8% were African-Brazilian.

These disparities and inequalities would by themselves 

be enough to call for substantial changes from the 

principal agents of the employment market – namely, 

companies, and their directors. Daniel decided to play 

its part in this structural change, and since 2019 has 

made	ethnic/racial	wage	equality	a	reality.	This	way	of	

managing diversity indicates that this is a possible and 

realizable objective, and as our CEO Alicia Daniel-Shores 

has said, “All it takes is political will – and you can do it”.

The corporate community has a fundamental role to 

play in raising awareness of Brazilian society to change 

the standards on inclusion of the African-Brazilian 

population in the employment market – to develop its 

abilities, ensure professional progress, and to provide 

ethnic/racial	wage	equality.	Daniel	is	seeking	to	do	

its part, especially in terms of raising awareness and 

the involvement of new partners in this journey of 

transformation for the country.

3 INSTITUTO BRASILEIRO DE GEOGRAFIA E ESTATÍSTICA. Desigualdades por Cor ou Raça no Brasil, 2019.  

Available	from:	https://biblioteca.ibge.gov.br/visualizacao/livros/liv101681_informativo.pdf.	Accessed	on	2	July	2020

https://biblioteca.ibge.gov.br/visualizacao/livros/liv101681_informativo.pdf


CONCILIATION IS POSSIBLE
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All over the world, reconciling professional and family 

life is at the top of the agenda of concerns for gender 

equity in the employment market. 

Various Brazilian and international studies indicate 

that the concentration of family responsibilities almost 

exclusively in the hands of women is an obstacle to their 

full participation in the employment market, to their 

professional progress, and as a result, to their earnings. 

An important point of reference for this debate is the 

study made under the auspices of the International 

Labor Organization (ILO), Work and Family: Towards New 

Forms of Reconciliation with Social Co-responsibility.

Daniel Law assumed the commitment to 
deal with these subjects, and in April 2019 
adopted a series of measures designed to 
help reconcile the professional and family 
lives of its partners and employees – both 
men and women. 

Considering the age range of its partners and 

employees, the subject becomes even more  

important	for	an	efficient	diversity	policy	in	

management of people. 

Thus, all the measures adopted have 
a procedure in writing, with a detailed 
description of their applicability, and are 
part	of	the	Benefits	Policy	of	Daniel’s	
Human Resources Management. 

All the measures comply with orientations and visions 

published by the ILO, UN Women, the European Union, 

and initiatives to improve Brazilian legislation for 

protection of the rights of female and male workers, 

including due attention to their families. Daniel is proud 

to have complied with these recommendations, to 

have made progress with them, and to have inspired 

partners in taking this path.

A	WORK-LIFE	BALANCE	
IS POSSIBLE 
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180 days’ maternity leave; extension of 
job security period; adoptions

Brazil’s	1988	Constitution	specifies	maternity	leave	of	

120 days for working women, on full pay from the eighth 

month	of	pregnancy,	plus	legal	benefits	such	as,	for	

example, the right to time off for prenatal consultations 

without deduction from wages for such time taken.

Daniel has expanded this period of 
maternity leave to 180 days, itself 
assuming the costs related to the 
additional 60 days, because these are 
greater than what is provided for by 
Brazil’s “Citizen Constitution”4. 

Going further, Daniel expanded the period of job 

security to 10 months, where the current legislation 

stipulates	only	5	months.	And	finally,	it	extends	to	any	

female employees who decide to adopt children the 

same maternity leave rights, in accordance with the  

age of the children adopted.

4 Leading framers nicknamed the 1988 document the “Citizen Constitution” (– the key noun being feminine 

in Portuguese, thus adding further charm to Constituição Cidadã, making the personality a female ‘Citizen)’.
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Maternity leave for premature birth

There have been draft bills before Brazil’s Congress 

for numerous years to extend the period of maternity 

leave for premature births. The initiative shows 

recognition of mothers’ special needs when a baby is 

premature, including full-time hospital attention. There 

is also recognition of a new pattern, in which assisted 

reproduction practices result in an increased number 

of premature births.

 

Marvelous. I am the mother of a premature child, 

and I know how difficult it was for me, and how 

prejudicial it was for the baby, to leave him in the 

care of someone else while he still very much 

needed the care of his mother.

 

      Anonymous 

      Internal survey, 2019

 

It’s an issue on which there needs to be more 

awareness about the differences in each case. 

I thought this was the most humane of all the 

proposals presented, especially because I have people 

close to me who have been through the situation of 

premature birth, and who needed a longer time for 

their new-born to adapt outside the womb.

 

      Anonymous 

      Internal survey, 2019

Anticipating any possible future legislation, in 2019 

Daniel adopted a special maternity leave period 

for premature babies: the period of the 180-day 

maternity leave starts to be counted only from the 

date of the baby being discharged from hospital.
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Breastfeeding support room

It has been common for many mothers working for 

Brazilian companies to take steps to stop their breast milk 

– and stop breastfeeding – when they return to work.  

This experience, often traumatic, laden with guilt – and 

even with enforced ‘silence’, has a strong impact on the  

life of working women, and their newborn children.

Daniel has installed breastfeeding support 
rooms, to overcome these negative 
experiences, and help mothers and their 
children experience their deserved sense  
of wellbeing. 

Our	breastfeeding	support	room	in	the	Rio	office	follows	

the parameters established by the Brazilian Health 

Inspection Authority (Anvisa): a minimum reserved space; 

a cold water tap; washroom and toilet; an appropriate 

chair; an exclusive refrigerator for milk collected; and a 

thermometer for daily monitoring of the temperature 

of the milk. These are recommendations that could be 

adopted	by	many	offices	–	and	Daniel	is	proud	of	having	

adopted them.

The	São	Paulo	office	has	the	complete	plan	for	its	

breastfeeding room ready, to be implemented as soon  

as necessary.

 

Supported and accepted! That was how 

I felt when I got back to work and was 

told of the existence of an exclusive space 

for us, mothers of new-born children, to 

withdraw our milk. For 6 months breast 

milk was Lorena’s exclusive source of food. 

To be able to continue breastfeeding, even 

if differently, is a great gift. The return 

to work was much lighter, knowing that 

my daughter would be able to continue 

enjoying the benefits of mother’s milk. 

Lorena and I would like to express our 

thanks for the tenderness and the care we 

received from Daniel Law in this new phase 

of our lives.

 

When I received the news of the extension 

of maternity leave I was in ecstasy! I was 

given the news precisely on the last day of 

this benefit, that is to say I had only one 

month’s holiday left. My priority had always 

been to breastfeed Lorena exclusively with 

breastmilk up to 6 months, as oriented by 

the pediatrician, and thanks to Daniel I had 

the opportunity to do this. Words will not 

be able to express the gratitude that I feel 

in being able to continue dedicating myself 

full-time to my baby for these further two 

months! I have enormous pride in being part 

of a company that prioritizes its employees’ 

wellbeing! Thank you, Daniel, for giving me all 

the support at this moment that is so new, 

and so beautiful, in my life! 

 

 Luana Garcia 

 Financial Department 

 Rio de Janeiro



33

CREDITS

ABOUT THIS BOOK

CONTENTS

INTERNAL POLICIES 

RECRUITMENT AND 
SELECTION POLICY 

THE DANIEL CODE 
OF CONDUCT

COMMUNICATION; 
DIVERSITY 
AWARENESS

COMMITMENTS 
ASSUMED; PUBLIC 
RECOGNITION; 
PARTNERSHIPS 

GETTING TO KNOW 
EACH OTHER

MESSAGES

GENDER AND RACIAL 
WAGE EQUALITY 

OUR INTERNAL 
DEMOGRAPHICS 

THE NAMI 
NETWORK 

BIBLIOGRAPHY 

Extension of Paternity Leave

There is growing debate on the importance of 

parents	in	the	first	days	after	birth	of	their	children,	

and	in	early	infancy.	The	five	days	of	paternity	leave	

guaranteed by Brazil’s 1988 Constitution began this 

public debate. Since then, companies have been 

adopting measures expanding this type of leave. 

Daniel has adopted paternity leave of ten working 

days, also applying to cases of adoption.

 

Since I am a first-time father, sometimes Bernardo 

starts to cry and Michelle and I wonder if this is 

normal. And we go to the pediatrician to find out. 

Having the support of the company to go, I do  

not run the risk of feeling that I am missing work  

to resolve a particular matter and end up  

being fired.

 

 Rafael Nobre 

 Information Technology Area 

 Rio de Janeiro

Day-care-center assistance,  
for women and men

Daniel provides day-care assistance and infant 

education for employees with monthly salaries up to  

R$ 5,000 per month, with children aged up to  

5 years and 11 months. Formally, this is not available 

for partners, young apprentices and interns. Those 

opting to have a trained professional taking care of 

their children in the indicated age range are required 

to prove that the carer is a registered employee – 

Daniel adopted this to comply with ILO principles,  

and assert the full rights of domestic employees. 

 

I think it’s fantastic to allow parents to spend the 

whole day with their children on their birthdays.  

It’s something very special for both of them,  

in today’s increasingly rushed world – any time  

we have available to be with our children is  

always welcome: it strengthens the link between 

children and parents.

 

 

 Leandro Passarelli 

 Financial Department 

 Rio de Janeiro
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Day off for children’s birthdays

Finally, among the measures for reconciling work and 

home life, we also adopted a day off for the birthday 

of female or male employees’ children until the child 

is 5 years old.

 

This period of time off enables the 

employee to take a rest, on a  

pre-planned date, enabling work to be 

rescheduled: it significantly improves 

employees’ level of satisfaction and 

engagement. If the children are in school, 

it gives an opportunity for them to be 

accompanied by parents – something 

that not all of us have the opportunity to 

do every day. As a mother, what gives me 

a lot of pleasure is to be able to wake 

up on my son’s birthday, and to be at 

home early to wish him happy birthday. 

Otherwise, I would only do this when  

I arrived home, which would be around  

8 o’clock at night.

 Cecília Delgado 

       Partner 

 Rio de Janeiro

We had adopted this for employees’ birthdays for some 

years, but extending it to birthdays of children was 

welcomed, and understood as one more gesture of care 

for future generations. There is always scope to improve 

practices in work environments and relations from the 

point of view of equity, respect for diversity, and inclusion.



DIVERSIFICATION IS POSSIBLE   
   and its the right thing to do
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DIVERSITY AND 
INCLUSION POLICIES

To be successfully applied, actions for 

diversity in corporate environments call for 

a combination of various strategies. One of 

these is a review of hiring policy based on a 

survey	of	the	workforce	diversity	profile	–	 

with a view to improving it.

Daniel	did	this.	It	already	had	a	significantly	

diverse workforce, but has formally reviewed 

its Recruitment and Hiring Policy. And as you 

can read below, it has taken further steps  

to strengthen its commitment to  

non-discrimination in its Code of Conduct.

The central ideas contained in these 

documents are: to guarantee and 

strengthen the principles of equality of 

opportunity and equity in these processes; 

give wider publication to vacancies arising; 

comply with the laws on quotas for hiring 

of disabled people and young apprentices; 

maintain equality of gender in management 

posts; and incentivize gender equity in 

professional specializations that have 

been recognized as being predominantly 

masculine. There was a lot to learn, test, 

enhance, and listen to.



37

CREDITS

ABOUT THIS BOOK

CONTENTS

INTERNAL POLICIES 

RECRUITMENT AND 
SELECTION POLICY 

THE DANIEL CODE 
OF CONDUCT

COMMUNICATION; 
DIVERSITY 
AWARENESS

COMMITMENTS 
ASSUMED; PUBLIC 
RECOGNITION; 
PARTNERSHIPS 

GETTING TO KNOW 
EACH OTHER

MESSAGES

GENDER AND RACIAL 
WAGE EQUALITY 

OUR INTERNAL 
DEMOGRAPHICS 

THE NAMI 
NETWORK 

BIBLIOGRAPHY 

In addition to these commitments, this learning process 

took us closer to universities and university groups that 

were predominantly African-Brazilian, aiming to increase 

the number of African-origin students contracted 

among our interns, among other strategies. 

In	2019,	25%	of	our	interns	identified	as	
having African origins.

Turning	to	gender	statistics:	women	filled	
48% of the vacancies occurring in 2018 
and up to June 2019. 

Of the women contracted in 2019, 11% were over  

the age of 40; and 5% over the age of 50 – all in 

leadership positions.

 

My experience of receiving members of the Black 

Cloud Collective in the office was transformational 

for me as a professional. Since we started working 

on diversity, I began to question, a lot, why black 

candidates did not appear in our triage, and in that 

conversation I found some answers. They were a 

group of pupils who were extremely well-prepared, 

trained and able, but showed great surprise at being 

invited to a meeting in a lawyers’ office. 

Until then, they had believed that law offices had 

no interest in their profile, exclusively because of 

their ethnic/racial identity, and for this reason they 

didn’t even offer themselves as candidates when 

vacancies arose. That was when my team and I 

understood how important it is for us to reinvent 

ourselves as people management professionals – 

the importance of changing our way of recruiting 

and hiring: to face up to the challenge of finding 

a more inclusive way of recruiting. But, more 

than that, we needed to take care of our internal 

environment, for it to be free of discrimination, and 

to help retain these talents after they had been 

hired. And this is the path that we are now taking.

 Bruna Souza 

       Head of HR Management 

   Rio de Janeiro
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Recruitment and Selection Policy

i.  The selection processes of Daniel Advogados 

follow and aim to express the international 

conventions and Brazilian legislation on work 

relationships and the organizational environment.

ii.  No candidate will be discriminated against, or 

privileged, due to their race or ethnicity, gender, 

age or generation, marital status, religion, sexual 

orientation, disability, appearance, nationality, place 

of birth, political opinion, reproductive condition, 

number of children or any other form of prejudice 

or discrimination, except in cases of implementation 

of	affirmative	action.

iii.  The agenda of all the selection processes of 

Daniel Advogados is to expand opportunities for 

all, and, when necessary or applicable, employ 

affirmative	policies,	to	correct	any	distortions	found	

in	the	office’s	internal	demographics.

 

iv.  Daniel Advogados makes continuous efforts to 

affirm	the	principle	of	impersonality:	in	defense	of	the	

interests	of	the	office,	its	areas,	its	clients,	and	equality	of	

treatment for all people who take part in its processes of 

selection, it does not offer any privilege or restriction to 

or for any candidate.

v.  Before completion of any hiring process, the 

function and department to which the candidate may 

be admitted will be analyzed, from the point of view of 

subordination	or	conflict	of	interest,	whenever	there	

is any family relationship between a candidate and an 

existing employee. The Daniel Code of Conduct prohibits 

subordination	to	any	existing	member	of	the	office.

vi.  Every hiring process must be conducted by the 

Human Resources area, jointly with the manager of the 

area requesting the hire.

Source: Daniel Law, Recruitment and Selection Policy, 2019.
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The meeting at the Daniel office with the Black Cloud Collective in 2019 

was vital to my being here today. 

Before that meeting, the world of intellectual property, or indeed the 

world of lawyers’ offices, seemed something very distant and to a certain 

degree frightening for me, due to the various bad experiences that black 

colleagues of mine had suffered in these environments. 

When I met the diversity team of Daniel’s Human Resources area, part of 

its legal team, and other members of the company, I could see that the 

environment of the office was different to the environments that I had 

heard about. It was a welcoming environment, and one whose structure 

was not conceived to be against black people and other minorities, but 

planned with a view to include everyone, in a way that encourages them 

to develop their full potential. 

During the meeting I also had the opportunity to learn about the 

mentality of the office, and about intellectual property, an area that I did 

not know very well, and in which I had never seen any black professional 

being successful.

Seeing the various opportunities that the area offered, that there were 

so many people who were disposed to listen to our demands, and create 

the conditions for us to enter and develop in the environment of the 

office – and also seeing Renata Shaw, a black woman, as a partner of 

the office, motivated me to do research about the area and feel more 

confident in applying for the vacancy of intern that was being offered.

I believe that with this experience it is clear that the private sector and 

a very wide range of student bodies have a lot to gain from making 

partnerships, because through them it’s possible to discover and 

encourage talents that might otherwise not have been found if this 

bridge had not been created.

I want Daniel to create more initiatives of this type and go even deeper 

in the quest to bring diversity to the work environment, because a 

diverse environment is not only good for a company’s image, but is an 

environment with more innovation and productivity, which causes more 

impact inside and outside the four walls.

 Thallyta Ferreira 

 Trademark Department 

 Rio de Janeiro



CREATING CONDUCT   
   for respect and diversity
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The Code of Conduct of Daniel Advogados translates 

our expectations for the relationships with our 

work teams, clients, service providers, the Brazilian 

public and its institutions. In short, it brings together 

values and principles that boost the transparency, 

permanence	and	credibility	of	our	firm.

In revising the Code of Conduct in 2019, we had the 

opportunity to add and consolidate subjects relating 

to our business and our view of diversity and inclusion. 

This was a process to which many areas contributed 

– Legal, HR, Communication, Contracts – bringing 

together professionals who answer to a range of 

professional bodies, each with their own ethics.  

Our revision closely followed the range of legislation 

dealing	with,	for	example,	conflicts	of	interest,	 

anti-corruption and relationships with public entities 

and governmental bodies, for example.

MORE THAN  
CONDUCT: VALUES
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Guided by international standards and rules of 

human rights, we do not agree with any conduct that 

characterizes sexual or moral harassment, prejudice 

or any type of discrimination. The following are some 

examples of unacceptable conduct:

a. Any preference, favor or undue advantage of any 

kind, given as a result of social position, hierarchy or 

time of service.

b. Any intimidation, humiliation, threat or abusive 

attitude, whether by gesture or deprecatory language, 

or any behavior contrary to the moral, psychological 

and physical integrity, safety or wellbeing of any person.

c. Any behavior or words that can be characterized as 

sexual harassment.

d. Discrimination by reason of gender, race, ethnicity, 

age, marital status, disability, religion, sexual orientation, 

gender identity, social class, physical characteristics, 

nationality, place of birth, accent, political opinion – or 

any other form of prejudice or discrimination.

Source: Daniel Law, Code of Conduct, 2019.

The following are summary descriptions of our views on 

diversity, non-discrimination and inclusion:

Diversity 
We consider this term, in work environments and 

relationships, to refer to the social and cultural 

characteristics of our employees, such as: characteristics 

related to gender, race, ethnicity, age, disability, social 

class, sexual orientation, gender identity, marital status, 

religion, place of birth, nationality, accent, physical 

characteristics, and any other particularities that 

recognize differences between individuals – and our aim 

is to treat them all with dignity, equality and equity.

Prejudice 

We	would	define	prejudice	as	the	attitude	of	pre-judging	

individuals or groups of individuals according to pre-

conceived ideas that attribute negative qualities to them.

Discrimination 

Discrimination, we believe, occurs in situations where 

distinctions between individuals are allowed to reduce 

equality of treatment of, or to favor, exclude or act 

against the dignity or rights of, an individual. 
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for their identity. If, in the future, another trans person 

comes to work at Daniel, ask how they would like to 

be treated.

Do not try to assume the manner of treatment that 

you think will be most correct. It’s much better to 

ask first, if you don’t know. Try to obey, as much 

as possible, the pronouns with which that person 

chooses to be addressed, even if they don’t have 

an appearance that instantaneously relates to the 

pronouns they choose. 

In my case, having been born to the female sex, 

I prefer masculine pronouns, which might not be 

correctly deduced by somebody just from  

looking at me.

But, everyone makes mistakes, and it’s normal.  

If this happens, apologize discretely and briefly, or 

just correct yourself soon afterwards. Respect for 

pronouns is really essential for trans people, because 

not respecting them causes an enormous discomfort.

Other than this, it’s enough to just live normally 

with the person, and hear their needs and anxieties 

without prejudice, as everyone already tries to do 

with cis people. But I am certain that any trans 

person will be extremely well treated here, just as 

I was! We are people like all the others and, the 

more visibility and respect that is given to the 

trans community, the more people will assume the 

condition and find themselves on this path, due to 

finally losing the fear of being happy.

 If today I have less fear of being who I am within 

the corporate environment, it has been in large part 

due to the treatment that I received at Daniel in 

these last four months.

Many thanks to each one of you! I remain available 

to all and expect to maintain contact with at least 

a few of you.

       Mergener Mendes

People,

It is with some regret that I tell you today has been 

my last day with Daniel.

I was received with an enormous tenderness and 

attention, and I will be eternally grateful to all the 

people involved, especially @Isabella Cardozo and 

the Daniel Plural program.

I am leaving only for personal reasons, taking with 

me a lot of things taught and learned. I have  

nothing to complain of from my time in the office.  

I am sending this email to everyone in the office only 

because, coincidentally, my last day fell on National 

Trans Visibility Day! So, here is a message for  

all of you:

Even though it was for a short time, and/or 

indirectly, you lived with a trans person in the 

work environment. I hope that you have learned 

something from me, as much as I have learned from 

you! The main question for a trans person is respect 



DIVERSITY IS  
   everyone’s responsibility
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COMMUNICATION: 
AND RAISING 

CONSCIOUSNESS 
FOR DIVERSITY

Internal and external communication can become an important factor in the 

success of companies’ diversity initiatives for the work environment – publicizing 

and	reflecting	two	dimensions	of	their	efforts	for	diversity:	their	internal	people	

management practices, and their organizational culture.

Daniel’s experience has been positive – employing various forms of action and 

interaction, and so far achieving, we believe, a successful balance between the 

necessary outcomes. These could be stated as including: balance, coordination 

and alignment of information; creation of awareness and sensitivity; relationship 

with the communications media, partner companies and organizations;  

opinion-forming; internal satisfaction surveys; and – especially important – 

receipt and acceptance of suggestions from the employees to enhance the 

agendas	for	debate	and	the	firm’s	diversity	policies.
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Internal communications: Our internal 

newsletter Daniel Informa, produced 

by our HR management, publicizes the 

measures	adopted	in	the	office,	stimulates	

participation	in	satisfaction/opinion	

surveys, and explains the reasons that are 

the foundations for our campaigns for 

visibility of subjects related to diversity.

One of our internal opinion surveys 

gave us a better understanding of our 

employees’	religious	affiliations,	including	

how they describe the history of their 

beliefs. This served as a foundation 

for some internal measures. By way of 

example: since 2019, on Yom Kippur 

(the Day of Atonement for the Jewish 

community), employees professing this 

religion are allowed a formal day off.

 

I follow the doctrine of Kardec spiritism. Spiritism 

by itself is a correct description of our belief – the 

survival of the soul and the multiplicity of existences 

and worlds – but we usually include the name 

Kardec in the description, to differentiate ourselves 

from the groups that adhere to Umbanda and 

Candomblé – which, unfortunately, suffer a lot of 

discrimination in our country.

 

      Anonymous 

      Internal survey, 2019

 

It’s a little uncomfortable to say that you are an 

atheist. Instead of people associating this with an 

absence of religion, they tend to feel this means 

you are against other people having the right  

to a religion.

 

      Anonymous 

      Internal survey, 2019 
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Also, we created a ‘visibility calendar’ – 

consisting of some of the important dates 

for women, African Brazilian people, the 

LGBTQ+ community, and other groups of the 

population. These dates help to raise awareness 

of arguments that these groups point to in 

defense of their rights, their history of struggle, 

achievements and demands.

We celebrate some of these dates by, for 

example, producing special email signatures for 

the	whole	office	team;	writing	articles	and	notes	

for internal circulation; distributing buttons; 

holding	raffles	of	books;	creating	posters	on	

LinkedIn; and organizing conversation groups – 

among several other activities.

Creating a culture of respect for diversity, like 

the one we enjoy at Daniel, is a process, and we 

believe we are right to create a culture of  

non-discriminatory communication, with the 

capacity to raise everyone’s self-esteem, 

socializing true information on human rights 

and rights of communities. Therefore, all our 

communication aims to be in line with people 

management practices for the formation of a 

more inclusive and plural organizational culture.

Campaign: National  
Anti-Homophobia Day Badges 
Special email signatures, distribution of badges 

and posts on the LinkedIn social network.

Badges 
Black conscience and end  

of violence against women.

Email signatures and diversity 
Women’s Day, Pink October and Blue November.

International Latin 
American and Caribbean 
Black Women’s  
Day Campaign 
Commemorative cards with the 

profile	of	great	women	and	posts	

on the social network LinkedIn.
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That’s why our internal and external communication recognizes dates such 

as International Women’s Day, International Day for the Elimination of Racial 

Discrimination, International LGBT pride day, Brazilian National Day Against 

Homophobia, World Refugee Day, International Afro-Latin American and  

Afro-Caribbean Women’s Day, International Day for the Elimination of Violence 

against Women, Brazil’s National Day for Mobilization of Men to End Violence 

against Women, and the UN’s International Human Rights Day.

Posts LinkedIn

Relationship 
with the 
communications 
media



49

CREDITS

ABOUT THIS BOOK

CONTENTS

INTERNAL POLICIES 

RECRUITMENT AND 
SELECTION POLICY 

THE DANIEL CODE 
OF CONDUCT

COMMUNICATION; 
DIVERSITY 
AWARENESS

COMMITMENTS 
ASSUMED; PUBLIC 
RECOGNITION; 
PARTNERSHIPS 

GETTING TO KNOW 
EACH OTHER

MESSAGES

GENDER AND RACIAL 
WAGE EQUALITY 

OUR INTERNAL 
DEMOGRAPHICS 

THE NAMI 
NETWORK 

BIBLIOGRAPHY 

With the same intention of informing 

and engaging our internal public,  

we seek to give visibility to subjects 

which, in Brazilian society, take the 

form of national campaigns to increase 

awareness. Examples are: Rose October 

– awareness for control of breast 

cancer; Yellow September – awareness 

for prevention of suicide; and  

World Breastfeeding Week. Together, 

these communication initiatives 

generate both debate and raising  

of public awareness.

Initiatives that generate 
debate and awareness 

EVENTO

Coffee with Alicia

EVENTO

Let’s Talk?

EVENTO

Presentation of Daniel Plural

1st Research on Diversity at Daniel



WHY THE FUTURE WILL BE  
   a reflection of what’s done now



51

CREDITS

ABOUT THIS BOOK

CONTENTS

INTERNAL POLICIES 

RECRUITMENT AND 
SELECTION POLICY 

THE DANIEL CODE 
OF CONDUCT

COMMUNICATION; 
DIVERSITY 
AWARENESS

COMMITMENTS 
ASSUMED; PUBLIC 
RECOGNITION; 
PARTNERSHIPS 

GETTING TO KNOW 
EACH OTHER

MESSAGES

GENDER AND RACIAL 
WAGE EQUALITY 

OUR INTERNAL 
DEMOGRAPHICS 

THE NAMI 
NETWORK 

BIBLIOGRAPHY 

We have the unique opportunity in the next 15 years to achieve gender equality 

and ensure meeting the planned date of 2030 for putting an end to all forms 

of gender discrimination, everywhere. In Brazil, the issue of gender is intimately 

linked to the issue of race. It is crucial that companies and their leaderships 

become involved to change the reality of women and girls, white, black, Afro and 

indigenous people, in Brazil. All companies need to step up, making significant 

investment and taking concrete action for gender equality among their 

employees, in their value chain and in their community.

Nadine Gasman, representative of UN Women in Brazil (2013–2019), currently Mexico’s 

Minister for Women.

COMMITMENTS 
ASSUMED; PUBLIC 

RECOGNITION; 
PARTNERSHIPS



52

CREDITS

ABOUT THIS BOOK

CONTENTS

INTERNAL POLICIES 

RECRUITMENT AND 
SELECTION POLICY 

THE DANIEL CODE 
OF CONDUCT

COMMUNICATION; 
DIVERSITY 
AWARENESS

COMMITMENTS 
ASSUMED; PUBLIC 
RECOGNITION; 
PARTNERSHIPS 

GETTING TO KNOW 
EACH OTHER

MESSAGES

GENDER AND RACIAL 
WAGE EQUALITY 

OUR INTERNAL 
DEMOGRAPHICS 

THE NAMI 
NETWORK 

BIBLIOGRAPHY 

We see diversity as a path whose destination 

point is not static – but which advances 

together with the evolution of society. 

We	find	numerous	other	organizations	

and professionals on this path: we create 

partnerships, we exchange experiences, and 

we submit ourselves to assessments of the 

work achieved so far. There is recognition, 

but above all the experience is about 

learning how to enhance our environment 

and our work relationships.

Second Regional Conference 
on Suppliers’ Diversity and 

Inclusion in Latin America and 
the Caribbean

Organized by WeConnect. 

São Paulo, October 2019 

It	was	in	2018	that	we	took	the	first	step	

on our own path in this direction: we 

were	certified	as	a	Women’s	Business	

Enterprise by WeConnect International, 

an organization whose objectives include 

supporting and recognizing companies 

led by women. We were awarded 

Women’s Business Enterprise (WBE) 

Certification	since	we	are	a	company	

directed by a woman as CEO.
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Chambers Diversity and 
Inclusion Awards, Latin America  

Buenos Aires, December 2019

As	a	law	firm,	other	international	recognitions	were	equally	important	in	reflecting	

our commitment to a corporate culture of diversity and inclusion. In September 

2019	Alicia	Daniel-Shores	was	recognized	as	one	of	the	most	influential	CEOs	

by World Intellectual Property Review (WIPR). In December, Daniel received the 

2019 Latin America Chambers Diversity & Inclusion Award, in the category 

‘Most Innovative Program for Employees’ Health and Well-being’, and was again 

recognized in the 2020 Latin and America Chamber ranking in the category of 

‘Best Intellectual Property Law Firms in Latin America’.
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These awards endorse our decisions, help in the 

identification	of	any	aims	still	to	be	achieved,	

and point to ways for improvement and 

learning. To further these aims, Daniel adopted 

the Women Empowerment Principles (WEPs), 

a program coordinated by UN Women, with 

support from the UN Global Compact. 

By adopting the WEPs, Daniel began to form 

closer relationships with companies that are 

adopting gender equity measures, formulating 

female leadership development strategies, 

creating corporate policies for confronting 

violence against women, and strengthening 

businesses led by women. These have led in 

practice to numerous work meetings,  

debates, presentations and encounters with 

Daniel’s participation.

Among these events, we can highlight the Third 

WEPs Forum of Rio de Janeiro, in December 

2019, organized in partnership with the France-

Brazil Chamber of Commerce, BR Distribuidora, 

Engie, Eletrobras, Furnas, the Brazilian Institute 

for Business Law and Ethics (IBDEE), White 

Martins and UN Women. The video report of this 

event	can	be	seen	at:	https://lnkd.in/ebxHFx2.

As a lesson from this form of engagement, it can be 

said that the partnerships with companies that have 

gender and diversity equity programs generate many 

successful outcomes: they widen our understanding 

on rights and duties in relation to work relationships; 

they stimulate practices of solidarity; they attest 

to the transformative power of collective initiatives 

for society as a whole; and they demonstrate how 

these experiences bring positive results to the 

business environment.

https://lnkd.in/ebxHFx2. 
https://vimeo.com/459095615/24323aa9f7
https://vimeo.com/459095615/24323aa9f7
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WEPs – the Women Empowerment Principles – is a UN program launched globally 

in 2007 to encourage public and private sector companies to adopt gender equity 

policies and expand the number of women in corporate leadership positions. In Brazil, 

up to 2019, 198 companies had voluntarily joined this initiative, and the country is 

third in the international ranking of 2,183 signatories.

WOMEN 
EMPOWERMENT 

PRINCIPLES 

Presentation: “Unconscious Bias”,  
with Adriana Carvalho (UN Women)

First anniversary of the Daniel Plural Program. 

Rio de Janeiro, 2019

5
 Implement 

the business 
development and 
supply chain and 

marketing practices 
that empower 

women.

6
Promote equality 

through community 
advocacy and 

initiatives.

2
 Treat all men and 

women fairly at work 
- respect and support 

human rights and 
non-discrimination.

7
Mediate and publish 

progress towards 
achieving gender 

equality.

1
Establish high-level 

corporate leadership 
for gender equality.

3
Guarantee the health, 
safety and well-being 

of all workers.

4
Promote education, 

training and 
development 
professional 

women.
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And why are diversity and sustainability so important for our company? As you 

all can see, both sustainability and inclusion are present in our Vision, Mission 

and Values. The fact that Inclusion is one of the group’s Values reinforces 

accountability, as well as making this value statement explicitly. Clearly, we hire, 

we develop, we promote based on technical ability, but also allied to our Values.

Both the Globo newspaper and the Rio Janeiro Industries Federation (Firjan) have 

indicated us as one of the companies that does the most for the development of 

Rio. This is closely linked to diversity and inclusion. Why do we invest in people? 

It’s more than proven that companies that have problems with diversity and 

inclusion have a return of around 15%. Those that have racial diversity have a 

return of 35%. Since we are a company that wants to, and does, give constant 

returns to stockholders, what we are seeing here is that diversity and inclusion 

bring money to the company – they bring business. It’s more than just doing 

what is right.

Cristina Fernandes Garambone, Director of HR, Communication, Sustainability and 

Diversity, White Martinis – speaking at the third WEPs forum in Rio, December 2019.

Third WEPs Forum
Rio de Janeiro 

December 2019
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Business Coalition to End  
of Violence against Women

The Avon Initiative against Domestic 

and Family Violence – launched in 

2019, with the support of UN Women. 

Daniel has been a member of this 

campaign since its launch.

São Paulo, 2019

The Path of Diversity and Inclusion  
in the Legal World

Seminar organized by Uber.

Rio de Janeiro, October 2019

Third Diversity Forum of Brazilian HR 
Association, Rio Branch (ABRH-RJ)

Panel – Diversity and Inclusion in Practice

The 2019 WEPs Forum 

A Call to Action for Social Transformation, organized 

by: UN women, the “Win-Win: Gender Equality Means 

Good Business” Program5, the European Union and the 

International Labor Organization.

São Paulo, October 2019

Events dedicated to the exchange of experiences on 

gender equity and respect for diversity in corporate 

environments have been an opportunity to learn more 

and, at the same time, make sure that more can be done. 

Therefore, we value these participations and we commit 

to reporting our trajectory. We also consider Daniel’s 

engagement in matters that require structural changes in 

Brazilian society to be important. This is what guided the 

adherence	of	our	office	to	the	Business	Coalition	to	End	

of Violence against Women, led by the Avon Institute and 

UN Women. We are convinced that a life without violence 

is a women’s right and the right thing to support. 

5   Programa “Ganha-Ganha: Igualdade de Gênero Significa Bons Negócios”.



KNOWING ONE ANOTHER
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RELATIONSHIP WITH 
THE COMMUNITY; 

PARTNERSHIPS 

Look inside, and look outward. Then look inside and look outward 

again: This is the constant and necessary exercise for any 

organization that seeks balance and equity. Without a profound 

analysis,	that	generates	concrete	actions,	organizations	tend	to	reflect	

the social imbalances of the place where they are located.

We began our program looking inward, not only getting to know 

ourselves, but also to recognize our weaknesses. Like most law 

firms,	we	understand	that	we	have	a	racial	gap,	especially	in	the	

people working on our end-activities. We made formal connections 

to get closer to universities, we opened dialogs with groups of black 

students, and we began to take part in discussion forums on race. 
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For example, from the Black Cloud Collective (Coletivo Nuvem Negra) 

of Rio Janeiro PUC University we discovered that our hiring process 

needed	to	be	reviewed	–	that	we	needed	to	actively	seek	the	profiles	of	

candidates who were not getting to us on their own, often because they 

did	not	consider	law	firms	as	a	career	option	due	to	the	historic	elitism	of	

these environments.

Black Cloud Collective 

Discussion: “Law, Antiracist Legislation, 
Teaching, Research and Innovations” 

Thallyta Ferreira, Isabella Cardozo and André Oliveira, 

of Daniel Law, and coordinator Prof. Carolina Pires – 

at the discussion event “Law, Antiracist Legislation, 

Teaching, Research and Innovations”.

Then, with the series of debates entitled “Law, Antiracist 

Legislation, Teaching, Research and Innovation”, held by 

the Postgraduate School of Sociology and Law Program of 

Fluminense Federal University, also supported by Daniel, we 

dove deep into learning about structural racism, and about 

how the teaching of law needs to renew concepts and 

approaches, and furtherstrengthened our understanding 

that we need to be agents of change.

We still have a long way to go, but no change happens 

without	the	first	steps.
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Still looking outward, we understood that we could 

apply our objective of inclusion to our supply chain. 

This decision made us get to know incredible projects 

and businesses. An example is D’Guetto – organized 

and coordinated by Luciene Fortuna – which brought 

together African-Brazilian women in production of 

Afro prints, unmistakable designer handbags and 

other exclusive accessories. This brand became one 

of our most successful suppliers of corporate gifts. 

Among many other actions, it also led us to plan 

a trade fair for women entrepreneurs to celebrate 

International Women’s Day in 2020.

We	made	another	significant	move	to	bring	us	closer	

to civil society organizations working for sustainability, 

solidarity, and strengthening of social groups 

supporting human rights and citizenship. At the end 

of	2019	our	Rio	de	Janeiro	office	changed	address,	

and	we	decided	to	give	part	of	our	office	equipment	

and material to social organizations – tables, chairs, 

shelving,	and	an	infinity	of	other	items	that	we	

thought would be useful to these organizations’ work.

This was a very successful decision – we were able to 

directly help six organizations: Da Praça Coworking, 

Casa da Mulher Trabalhadora (CAMTRA – Working 

Women’s Center), Criola – an NGO for Afro Women, 

the Mission of Our Lady of Miguel Couto Parish, 

CAMP Mangueira, and Casa Nem – a support space 

for LGBTIQ people. 

This act became an opportunity to get to know a 

little more about the history, objectives, plurality and 

needs of the social groups that these organizations 

relate to, support and strengthen.

 

It was very good that Daniel remembered 

CAMTRA in this voluntary donation of furniture 

and equipment when moving offices. This enabled 

CAMTRA to renew its tables and chairs – and to 

donate the equipment we already had, in turn, 

to another women’s community organization, 

in Rio’s Bangu district. The donation was super-

important for organizations that don’t receive 

funds for equipment – this institutional part of 

their existence. Very positive: our office is now 

equipped, and I hope we continue on this path. 

It was a generous action that will give rise to 

another, since we have donated our former 

equipment – tables, chairs, trash bins – to another 

women’s organization. Thank you so much.

     Eleutéria Amora da Silva

     Founder and Coordinator,  

     the Working Women’s Center (CAMTRA)

     Rio de Janeiro

Graffiti	art	at	Da	Praça	Coworking	by	artist	Anderson	
Souza – homage to samba pioneer Tia Ciata, the Praça 
11 district in Rio, and its slums
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mobilization collective, and Força Motriz, which 

provides low-cost technical assistance. We are 

a space with a lot of synergy, collaboration and 

partnerships.

With only one year of existence – and our 

infrastructure still very basic for holding courses and 

workshops – Daniel’s donation is vitally useful. Giving 

us more chairs, tables, cupboards, crockery, and 

other office accessories, it enabled us, for example, 

to start the first classes of the Ifê English Course, for 

which we previously did not have the furniture.

It also means we now have more space to store 

residents’ tools and equipment, and with the 

improved infrastructure we have been able to add 

new residents. This donation was vital and came at 

an excellent moment. We aim to promote companies 

and businesses that generate a social impact, 

giving them a physical workspace to achieve 

more. The goal is to carry out creative economic 

action, strengthening local leaders and making 

social innovation a reality not only at Da Praça, 

but expanding to other territories. So we were very 

happy with the donation, and with the possibilities 

of partnership with Daniel Law.

Daniel has shown itself to be strongly committed 

to our objectives, and we hope to form a closer 

partnership, so we can support some initiative by 

Daniel, thinking of joint initiatives for innovation 

– a common occurrence in our workspace and 

something that has a lot of synergy with Daniel.

A warm hug to you all – and may we celebrate 

good actions in 2019 – tightening these ever-

important links of solidarity.

      Emilly Leandro

      Graduate in Architecture and Urban Planning, manager of Da Praça Coworking.

      Rio de Janeiro

Daniel’s donation was very welcome and happened 

at a very good, important moment for Da Praça 

Coworking. We are a collective, collaborative, space, 

holding many activities such as courses, workshops 

and meetings, and we are also a space for day-

to-day work. We have residents in various areas 

of education and practice – people working in 

engineering, and audiovisual production: everything 

from afro-engineering to Ifê English Course – a 

popular course with black cultural references. 

We house Concreta Rosa (‘Pink Concrete’) – an 

organization conceived by women, providing home 

improvements and repairs; and Favelar, which 

supports construction and home improvements in 

favelas, suburbs and communities. Other groups 

use the Da Praça sporadically as a work space for 

their activities – examples are Manivela, a social 



REDE NAMI
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A STORY OF 
FEMALE ART AND 

EMPOWERMENT

NAMI	is	a	non-profit	run	by	women,	to	use	art	as	a	vehicle	for	positive	cultural	

transformation	through	the	promotion	of	women’s	rights,	and	specifically	an	

end	to	violence	against	women.	It	was	created	in	2010,	and	finally	registered	

in	2012	in	the	city	of	Rio	de	Janeiro,	reflecting	the	desire	of	its	founder,	visual	

artist Panmela Castro, to contribute to ending violence against women and 

fostering protagonist roles for women in the arts.

Since 2010 NAMI has been concentrating its efforts on promoting the rights 

of women through the arts, presenting courses, workshops, exhibitions and 

murals,	and	financing	mini-projects	that	promote	women	as	leaders	and	

strengthen their autonomy.

REDE NAMI
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museums and ateliers, and lectures on the world of 

art; or through its Contemporary Art Monitoring Group 

(Grupo de Acompanhamento em Arte Contemporânea), 

which orients participants in the construction of 

contemporary art projects.

Through all its projects, NAMI aims increasingly to make 

women aware of their rights, and enable them to avoid 

remaining in any situations of violence.

To learn more about projects, see: www.redenami.com

One	of	the	projects	is	Graffiti	for	an	End	to	Violence	

Against Women – an educative campaign in which 

graffiti	is	used	as	a	tool	for	communication	to	discuss	

the	types	of	violence	against	women	specified	in	the	

‘Maria da Penha Law’6.

NAMI also holds conversation roundtables on the 

subject: after a debate all participants are invited to 

create	a	collective	graffiti	mural,	thus	constructing	

a symbol for confronting violence. The project has 

continued for more than 10 years, and visits various 

spaces such as companies, schools and organizations.

Over the years there has also been the perception that 

the policies for confronting violence against women 

were not effectively protecting black women. Statistics 

showed that while violence against white women 

diminished, violence against black women increased. As 

a response, in 2015 NAMI began its program called Afro-

grafiteiras	(“Afro-graffiti	artists”),	a	project	to	develop	

and create leaders with a focus on the use of urban 

arts, proposing deconstruction of the colonial narrative 

through which black women, their lives and their art had 

usually been seen. NAMI believes this contributes to 

ending violence against women and femicide.

Further focusing attention on women’s rights, NAMI 

created the NAMI Live Museum (Museu Vivo NAMI): an 

open-air	series	of	graffiti	murals,	located	in	the	Tavares	

Bastos Community in the district of district of Catete 

close to the center of Rio de Janeiro. The museum 

holds guided visits on them of “De-colonial Art” – 

subverting the former paradigm and re-constructing 

other forms of power and knowledge. Paintings have 

been created in the Museum since 2013, and by 2020 

it had received murals from more than a hundred artists 

from Brazil and the rest of the world.

After conclusion of its workshops NAMI encourages 

participants to continue to be part of the project, 

through the NAMI Marielle Franco Fund – supporting 

women’s cultural projects with painting materials; or 

through InterNAMI, which provides visits to galleries, 

6 Federal Law 11340 targets gender-based violence, and its popular name is a homage 

to Brazilian activist Maria da Penha Maia, a former domestic violence victim. 

http://www.redenami.com
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DANIEL LAW CODE OF CONDUCT.  

Daniel Law (2019)
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