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Workshop Agenda & Materials

9:00 - 9:25 Welcome
9:25 - 9:50 Setting the stage for understanding ethical culture.........ccccoenenninncinceieeeceeeene 2
9:50 - 10:30 Key learnings from FSL cUltUre reSearch..........eveecceeceeeeece s essesesesenenes 9

10:30 - 10:40 BREAK

10:40 - 11:20 Project Holly overview and debrief

11:20 - 12:15 Stakeholder impacts MINASEL.........ooiiriceeeeeee et asae e 16
12:15 - 1:00 LUNCH

28 November Afternoon .
1:00 - 2:00 Project HOlly €ase STUAY ...t ass s ssssesssesssssenes handout
2:00 - 2:10 BREAK
2:10 - 3:00 Project Holly Case STUAY 2.ttt esssesesessesesssesesssesasess handout
3:00 - 3:10 BREAK
3:10 - 4:00 Project Holly €ase StUY ...t sisesessessasesesesesesesesesssesesess handout

4:00 - 4:10 Day one recap and preview of day two

9:00 - 9:20 Welcome and day one reflection

9:20 - 9:50 WalKiNg the FUJIESU WA ...ttt ettt ses s ssss s sssesssssesssssenns 26
9:50- 10:50 Fujitsu Training and Communications Plan...........cinenienesenesssseseesssssenes 31
10:50 - 11:00 BREAK

11:00 - 11:30 POSt-WOrKShOP CHIONS.....c.cuitieieieeeteecteecee ettt ettt ettt sttt bt s st st sane 32
11:30 - 11:50 Workshop wrap-up
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Setting the Stage for Understanding Culture

Power of informal systems on behaviour

INFORMAL SYSTEMS are stronger influencers
than FORMAL SYSTEMS when it comes to
encouraging conduct and developing culture.

Decision derailers such as PRESSURE, FEAR,
ASPIRATION, or perceived FAIRNESS can
fead a person to choose an action that is
misalighed with their espoused belief in
doing the right thing. Many ethics and
compliance programmes do not include
measures to combat these decision
derailers.

ETHISPHERE

NOTES:

Ethical Propensities - The Human Factor

<10% have a "criminal tendency” or are ~20% of people have a tendency

what we may call "bad apples” toward eﬂ»'isa;“ behaviour  and
L

The majarity of people {araund 70%) are influenced by environment, norms, emotions, and other
life circumstances

A Human-Centric Approach to Complianice Program Maturty
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Impressions Govern Actions, Especially Around Retaliation Fears

Is the non-retaliation | reported the misconduct
policy enforced? | observed

Yes 73%
No 34%

STHSPHERE AT

How People Report - They Choose People. Are Yours Ready?
Hotline

HR

Manager

“THISPHERE 4

Creating Psychological Safety

A psychologically safe environment is conducive to taking interpersonal risks or
engaging in acts of vulnerability
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4 Stages of
Psychological Safety
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Introduction to Psychological Safety

What is psychological safety?

In a culture built on psychological safety, A healthy culture, a psychologically safe culture,
there is a shared belief that the environment exists where these actions of everyday

. . king i | risk interpersonal vulnerability are rewarded as
is conducive to taking interpersonal risks or opposed to punished. It is a culture that has a

engaging in acts of vulnerability such as: learning mindset and embodies the reality that
things will go wrong but we will catch them and
learn from them.

30 . .
22 Giving and receiving feedback

The costs are real when employees hold back
their full participation. Psychologically safe
environments illicit a performance response and
encourage people to take action. Unsafe
Admitting when a mistake was made environments that place a focus on assigning
blame, excluding those who raise concerns, and
encourage concealing failures, provoke a fear
;'3) response, creating distraction and diminishing

performance.

?
?

Questioning assumptions

An environment where it is safe to speak up can
drive innovation in addition to alerting an
organisation about problems or concerns. People
who may have solutions to problems, have ideas
for product improvements, have closest contact
with clients or are otherwise in a position to
offer insights or spot hazards, may choose to
remain quiet in environments in which speaking
Asking for help up is a risky or dangerous activity, or in
environments where being silent is rewarded.

Asking a question

Every employee, but most importantly the direct manager, has an influence on an organisation's culture.
Culture can be created by design or by default. One way that managers can transform culture, is to model
and reward acts of vulnerability, which creates an environment where people feel comfortable speaking

up.
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centrlbutlon an apprepnate‘
autonomy and support

: 8\ ‘
embarrassment or ridicule; freedom to
make mistakes and experiment

*Based on the work of Dr. Timothy Clark, Founder of LeaderFactor




Managers Matter
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| Trustis Local: Meet Deskless Workers Where They Are
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Opportunities to Reduce Risks and Forge Solutions

[T —

| 2021 t02023;
Employees More Willing To Partner For Change, Rather Than Take It Public
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Gen Z More Willing to Go Public

T
[rT—

1in 2 Gen Z Willing to Go Public to Push for Change at Work
Sscunit of eenpikoyees wh 52y
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~within my oeganization. -
VoS b aing .

- Take it public o
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WHO YOU HIRE

«  What does it look like to hire to
a fit with values?

WHO YOU PRAISE

* Do you recognize employees for
asking questions?

*  How is hiring happening across * Do you reward employees for
your organization? reaching goals without considering
how they reached them?

WHO YOU FIRE

*  What are the consequences
for misconduct?

WHO YOU PROMOTE
¢ s this person a role model
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FSL Culture Research Key Learnings

NOTES:

FSL Culture Research Key Learnings

First, a Word on the Benchmark

against a hanzﬁmckeei :
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ETHICAL C

¥1.%

1. ¥ 2 ption of 3. O 4. Pressuve 5 Cngankzstionsl & Manager 7, Perceptions of 8. Pescaptions of
Praggor & the Fuacting Tit Ttie Pareestions Leadenshis Prowrs and
Resauces Enviroewmnt

w Fujitss 2023 Valoes anf Ethecg Research o Benchmark
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Are you a people leader? - Summary

Option Responses mt Pillar 1 Piflar 2 Piflar 3 Pillar 4 Piltar 5 Pillar &

report 383 A56% 763 &1t 7 paiil

e £3.7 710 684 823

FSL Cerall -

Benchimark 165646 930 Bé64 93.8

94.8 80.2 792 812 775 84.7 91.1
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i s, i Ui ot to oo
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PHLAR VG AN R
Are Employees Reportmg What They Observe?
Results for Fujitsy #of Responses Fujitsu: 2023 Values and Ethics Research Benchmark

Question Responses {Difference]

345 Dwere to phserve miscanduct § i

weould be willing bo report it 1,076 :

G4 - Ower the past 12 months, kave yoi
oliserved urethical bebigvionr or business 1.0V

smisconduct at the Compiaiy?
AR E :\.:xm« , thical fiet r 1 :
brasi thiat t atiserved.

wFavardhie - Netead o Unfacorable

MG

People Are the Most Common Reporting Method

3 7~ How dld you wport the suspected

thical behaviour? (Please #of Fuﬂmggiaaz:zm: Ethics
“R‘:“M;” ;o‘;‘; apply) Responses 24 Total Respondents
My immediate manager i 14 : 230%
Human Resources wmmnmwe 11 18.0%
Other (please specify] : : 7 Casw
My manager's manager 6 9.8%
Compbamze repmmbﬁw 3 Q 9%
Legal 1 1.6%

ETHISPHERE

g
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Perceptions of Non-Retaliation

NOTES:

Results for Fujitses # of Responses Fujitsu 2023 Values and Ethics Research Benchmark

Question Responses {Ditfersncel

.30 The Commpany hasa polliy that 20 oo o
prohibits eetaliation against employees Tova
W epart misc oot mmﬂk&mﬂﬁm .
mhwesugmm N

& u lbemzve uwﬂ:ampaw eﬂfums ns
ner-retaliation policy. - e

3,12 - | believe ny manager coeplies with

the non-retaliation policy, 761

e M 1 Nttt s0ed

ETHISPHERE

i LA AL ST
- - - .
Perceptions of Organisational Justice
Fujitsu 2023 Values and Ethics Research Benchmark
Results for Fujits # of Respanses e Question Responses {Differerce)
51 !helmwemsr(pimrvxtmmm A . : ; : =
mnwmnm&vmmwnwam; N o 103
or pHsconduct it thw jrleies
5.2+ [ helieve thi rides and associatied
disciplinary actions for unethical 1076
befuaviour ar mscanduct are the same for -
every Emmveﬁ
53¢ rz t ta%*»eda wl;;v;cmm abist mettmaﬁ : i \
o1 believe the 107

Company wm mwmw@t«»

wFavershie -~ Nestrad o Unfawirdble

£THISPHERE
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Perceptions of Managers as Ethical Leaders

- Fujitsu 2023 Values and Ethics Research Benchmark
Results for Fujitsu #of Responses Guestion Responses (Difference}
&:1° Fbeli : i i el i
to ethical usiness conduct abpl times: : Py
6.2 - | ara comforfabie approaching my TRG
marager with issues of guestions related 1.0%4
o ethicaf conduct. ]
&3 My marnager is consistently 4 rofe - e rg =
enodel for ethical bishaviour and . 10 S
dhracnsteates the | of integrity o ey
i ethical beb - o

OREG

6.4 - My miarager discusses sthics or 1069 rr
compliance related issues/topics. ' g | .

3%

Frequency of Communications Impacts Perception

Manager communication frequency correlates closely with favorable perceptions of across other areas.

; % of employees that know
" % of employees that FSL b a paticy that profibits
of employess that reported the unetficat retaliation against employess
N . . ko where to find our behaviour ar business e vt ot o
My manager discusses ethics or Cade of Conduct. misconduct that they St i an Fnestigation
compliance related issues/topics.” (Pillar 1} cbnerved. Piar 2} (Piltar 3}

Freuenty 1 9% 85% 50% 81%
Oceasionalty  4.3% 78% 41%  75%
Rarely 25% 69% 38%  64%
Never 12% 49% 27%  56%

13
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Frequency of Communications Impacts Perception
Muanager communication frequency correlates closely with favorable perceptions of across other areas.

% of employees that never feel g6 of employees that believe :i?f E":::l‘;@ ¢ ‘::TJK
pressure o compromise the nales and associated e sfm’ -
Fujitsu's Code, policies, kaws, disciplinary actions for and Ireland leadership

“My manager discusses ethics or tules or regulations in Order 0 gpeshical behaviaur or team acts ethically at all
achiews business goals. (Pillac misconduct are the same for tisaws. (Pitlar 7]

19% 82% 66%  70%
43% 77% 59%  65%
Rarely 25% 71% 41%  44%
Never 12% 65% 34%  30%

Frequently

Occasionally

From the vy Researoh

In Your Own Words: Manager Consistency

AR

14



FUJ00243285
FUJ00243285

NOTES:

ETHISPHERE
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GOOD. SMART. BUSINESS. PROFIT.

Complete the Stakeholder Impact Map by
placing the project or activity at the centre
and then listing internal and external
stakeholders that will be impacted by or
have impacts on the project. Internal
stakeholders might include yourself/your
team, the broader company reputation, sales,
legal, customer service, finance, leadership,
or others. External stakeholders might
include the contractual customer, the end
user of a product, those that end users
interact with, or others.

Stakeholder Impact Map

External Stakeh

FUJ00243285
FUJ00243285

ES1

ES2

ES3

ES4

16
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GOOD. SMART. BUSINESS. PROFIT.

Project Name:

Stakeholder Impact
Map and Matrix

Use the Stakeholder Impact Map and
Matrix to better understand the risk and
opportunities created by any project or
product across a range of stakeholders.

For each stakeholder on the impact map,
complete the Stakeholder Impact Matrix.
Think about the positive and negative
impacts of the product or project on each
stakeholder group and then identify actions
to take to amplify positive impacts and
mitigate negative impacts. Remember that
the greatest risk or opportunity may not be
with the stakeholder closest to the product
or project.

Stakeholder Impact Matrix

FUJ00243285
FUJ00243285

17
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Example: Stakeholder Impact Map ETHISPHERE

Hospital System
Administration (buyer)

Myself/my team @

Sales / Marketing @ Health providers / staff

(end users)

Tech for
Healthcare

Customer Service @ Patients

Patient network (family, friends,
employers, etc.)

Legal / Company @ /
Reputation

External Stakeholders (ES)

18



FUJ00243285
FUJ00243285

Stakeholder Impact Matrix ETHISPHERE

Project Name: Tech platform for healthcare / patient records system

19
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Breakout Exercise: Using the Stakeholder Map & Matrix

Select a project current underway or recently completed. As a group, complete the stakeholder
map and matrix for that project.

Project Name:

Project Description:

Identify Stakeholders

\ External;fStéke‘holders (E‘S)

1S 1 ES1
1S 2 ES2
1S3 ES3
1S4 ES4
IS5 ES5

20



FUJ00243285
FUJ00243285

1S1

IS2

+ Impacts

o
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IS3

IS4

+ Impacts

o
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IS5

ES1

)
o

23
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Identify Impacts, Amplifiers, & Mitigators

ES2

i

i

0

.

. o . . o

. . . , - o ,
g i i / / 4 T Ly /i , T Ui

ES3

G
o

24
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Identify Impacts, Amplifiers, & Mitigators

ES4

i

i

0

.

. o . . o

. . . , - o ,
g i i / / 4 T Ly /i , T Ui

ESS5

G
o
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Own Words: Leveraging the Fujitsu Way

£THISPHERE
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FUJITSU
Walking the Fujitsu Way

Commitment Statement Exercise

Our Purpose

The purpose statement is a brief narrative that sets out our purpose and its background context, as well
as what value we create for customers and society, how we change and how we grow to achieve it.

Our purpose is to make the world more sustainable by building trust in society through
innovation.

Our purpose represents why all Fujitsu people in the world work together every day and drives every
action of every person at Fujitsu. This is the core of the Fujitsu Way.

Innovation

Valueto: - I SENaamas Vl ‘t‘ S ST
society Our Purpose : - e
= = Making the Building trust

world more in society
sustainable

Code of Conduct

27
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Walking the Fujitsu Way

Our Values
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In order to realise the purpose, “Our Values” indicate a critical cycle consisting of ‘Aspiration’, Trust’, and

‘Empathy’.

Aspiration

v Set ambitious targets and act with agility.

v Embface dwerssty and create origmat ideas.

‘ ‘ « St y curmua and arn fram fm{ures and expemences

- v Delzver p@smve 1mpact through human cenmc mncvat;on

v Honor promises and exceed expectations.

- v Act with ethics, transparency and integrity.

- v Work autonomously and unite for common goals.

v Contribute to a tfdsteﬂiscwéiéfy:Us{r{g‘téc\ﬁﬂélmgy, o

v Strive for customers' success and their sustainable \gréwth

v Lrsten to all peopie aﬁcf act fm the needs of our pianet

- Wark together to solv& global c:hauenges

v Generate shared vaiue for our peop!e cus‘tomem partners, r;ommumty and shareholciers :

FUJITSU-CONFIDENTIAL Uncontrolled if printed
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Walking the Fujitsu Way
Our Code of Conduct

We will abide by our Code of Conduct. As a member of society, we must comply with the "Code
of Conduct".

oersonal gain.

29
FUJITSU-CONFIDENTIAL Uncontrolled if printed
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Walking the Fujitsu Way

How | Walk the Fujitsu Way

Aspiration

30
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Training and Communications Plan - Additional Research Results

NOTES:

Awareness of Standards and Values

Fufitsu 2023 Values and Ethics Research Benchmark
Results for Fufites # of Responses Question Resporises Difference}

11 howw whiare to find our Code o -
Gt ‘ : 1075

1.2 - Limnew where to find Company
policies and procedunes,

1070

L6 L am Tamifiar with the Commpany's 0000
stater Yahues 3% st out in the Pufitsu 0 1,075
Way, AT

1.7 - thelieve the Company faliows its g30
Walties,

Ethics & Compliance Training Efficacy

Fujitsu 2023 Values and Ethiics Research hinark
Question Responses {Difference)

Results for Fujitsu # of Responses

2.4 = Thee training o thi Comprany's Code 1071
of Canduct way elear and "

2.2 - The Compands tralieg and
commitication effarts about wthical 1.071
responsibilities and conduct are effective,

2.5 The traindng | recelve on ethics ahd &

commllance tops sffebtively explains o7
ctied of me as | oondict the 2

company's busing

ittt Ao s Diagran & Rt 2 Thigree”

ETHISPHERE

O b

In Your Own Words: Awareness & Training

«
el
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Post-Workshop Actions

)

]
)
)
)

Complete the Leadership Approachability Self-Assessment by end of January
2024.

Work with your Ethics and Values Action Group to support each other to take
responsibility for embedding learnings into local business plans and providing
feedback on actions taken to UKLT.

Consider how you might use the Stakeholder Impact Map and Matrix or the
How | Walk the Fujitsu Way commitment statement workshop with your
teams.

Set your commitment statement and actions for you and your teams to take
after this workshop.

In line with the overall communications plan (shared via a link), meet with your

teams to discuss the agreed key messages, details of upcoming training and
learnings.

32
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Leadership Approachability Self-Assessment

How approachable are you and how do you model rewarded vulnerability? Assessing your approachability as a people
manager is an important step in improving your leadership skills. Take a few moments to reflect on the following:

How often do you talk about ethics and compliance related topics with your team?

Never (_} Once a year {‘J Once a quarter |

P—

Once a month

How often do you hear phrases like, “l don't know” or see people raising questions in meetings, communications, or
other interactions with your teams or colleagues?

:: Never [j Rarely [jj Sometimes ;‘ Often

Reflecting on a time when you witnessed the behaviour described in the prior question, what was your initial reaction?
Did you notice the reaction of others and if so, what did you see or hear?

How often have you shared stories with your team from your own experiences about making a mistake, being faced with
an ethical dilemma, or raising questions?

hm Never (T Rarely {_J Sometimes r“\ Often

Thinking about your team meetings, are there people who never contribute to the conversation? Are there others who
dominate the conversation? Why do you think that is?

How often do your employees or your colleagues come to you for your opinions, perspectives, and thoughts?

-

Never (-—} Rarely {“1 Sometimes r_‘ Often

How often do your employees come to you directly with concerns as opposed to you learning about concerns second-
hand?

oy

P‘ﬁ Never (T Rarely r_} Sometimes (MJ Often

Imagine an employee comes to you with a concern. What is your initial reaction and response?

If an employee comes to you directly with a concern, do you feel empowered and supported to do something? Do you
know what to do with that information?

33
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Strategies for Improving Your Approachability

Being an approachable manager is crucial for creating a positive work environment where employees feel comfortable
coming to you with concerns. Remember that building trust and becoming more approachable takes time and
consistency. It may not come naturally, but it is a skill that can be practised and improved. Here are some strategies to

help you become more approachable:

Active Listening:

When an employee approaches you with a concern, give
them your full attention. Show that you are listening by
maintaining eye contact, nodding, and refraining from
interrupting. Ask clarifying questions to ensure you
understand their perspective.

Open Door Policy:

Communicate that your door is always open for
employees to come and talk. Make it clear that you are
accessible and willing to listen.

Be Empathetic:

Empathy is a crucial trait for approachable managers. Try
to understand and appreciate the emotions and feelings
behind the concerns your employees bring to you. Show
that you genuinely care about their well-being.

Body Language:

Pay attention to your body language. Maintain an open
posture, and use friendly facial expressions. Avoid
appearing rushed or preoccupied when talking to
employees.

Avoid Judgement:

Create a safe space for employees to express
themselves without fear of judgement. Avoid making
hasty judgements or criticisms when they bring up
concerns.

Timely Response: Address concerns in a timely manner.
Even if you cannot provide an immediate solution,
acknowledge their concern and let them know when you
will follow up with more information, next steps, or a
resolution.

Regular Discussions: Schedule regular one-on-one
meetings with your team members to discuss their
concerns, goals, and feedback.

Transparency:

Be honest and transparent in your communications. If
you cannot share certain information due to
confidentiality, explain why you can't and reassure them
that you'll share what you can.

Encourage Feedback:

Actively seek feedback from your employees on your
own performance as a manager. This shows that you
value their opinions and are open to improvement.

Provide Resources:

Offer resources and support to help employees address
their concerns. This could involve connecting them with
the right team members or providing access to training
or tools that may help.

Conflict Resolution Skills:

Develop strong conflict resolution skills. When conflicts
arise, mediate them fairly and impartially, ensuring that
both sides feel heard and understood.

Lead by Example:

Demonstrate the behaviour you expect from your team.
If you want them to communicate openly and
professionally, model these behaviours in your
interactions with them. Ask questions. Be able to say “I
don’t know”.

Recognise and Appreciate:

Acknowledge and appreciate employees when they do
bring concerns to your attention. This positive
reinforcement can encourage more open communication
in the future.

Training and Development:

Invest in your own leadership development, including
courses or workshops on communication and
interpersonal skills.
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