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Workshop Agenda and Materials 

30 November Morning (9:30 - 12:00) 

9:30 - 9:45 Welcome 

9:45 - 10:15 Setting the stage on ethical culture ..........................................................................2 

10:15 - 10:45 Project HoUy overview and debrief 

BREAK

11:00 - 12:00 Stakeholder impacts mindset ..................................................................................9 

12:00 - 12:45 LUNCH 

n > nAs ,~ n ..>..~ r „.+`

30 November Afternoon (12:45 - 5:45) 

12:45 - 1:30 Professional Standards .............................................................................................19 

1:30 - 2:20 Project Holly Case Study 1 .............................................................................Handout 

2:20 - 2:30 BREAK 

2:30 - 3:20 Project Holly Case Study 2 .............................................................................Handout 

3:20 - 3:30 BREAK 

3:30 - 4:20 Project Holly Case Study 3 .............................................................................Handout 

4:20 - 4:30 BREAK 

4:30 - 5:30 Principles Development 

5:30 - 5:45 Wrap-up 

1 



Setting the Stage for Understanding Culture 

NOTES: 
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 
lead a person to choose an action that is 
misaligned with their espoused belief in 
doing the right thing. Many ethics and 
compliance programmes do not include 
measures to combat these decision 
derailers. ... 

SPHERE ; ~"~q iiirece" Privileged art rz i.~^nftr§enY'tai 

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 ethical behaviour and 

truthfulness in all dreutnatances 

000  cXXXX 

U 
The majority of people (around 70%) are influenced by environment, norms, emotions, and other 
life circumstances 

0000000 

c1 JU ? A m m. vc.ewr Npprp.ch m caapamca Propr•e MOovy 
hdpnva6.pMh.Yan.mmam06lh9[cda.hmNtanM4 
approa tcve oev aeteprar.n: naooy-er.t 

f iliiSPHERE su iiee- C~ivr~ iog vl ' : denfia~ 

willing to report 

58% 
actually report 

rr ivi:PgL'(J .rSv; .. .rrt dtr4~:) 



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

Yes 73% 
No 34% 

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

Hotline 

HR jjj
Manager 1 %; 

SPHERE.~.._._~. see` x i 

Creating Psychological Safety 

A psychologically safe environment is conducive to taking interpersonal risks or 
engaging in acts of vulnerability 

G1 C] 
Giviifg and recaivktg feedbatk ~--~ 

1 ') 1 Asking a question 

Q 

L~r "7 

A.dmittMg when a mistake was made 

Addng fa help 

Questbning assremptfar 
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4 Stages of 
Psychological Safety Cballenging Henn n Wes- co- 
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Introduction to Psychological Safety 

What is psychological safety? 

In a culture built on psychological safety, 
there is a shared belief that the environment 
is conducive to taking interpersonal risks or 
engaging in acts of vulnerability such as: 

0 Giving and receiving feedback 

%a P 

Admitting when a mistake was made 

2 

y Quostioning s. 'su F pg.:`Lions 

A healthy culture, a psychologically safe culture, 
exists where these actions of everyday 
interpersonal vulnerability are rewarded as 
opposed to punished. It is a culture that has a 
learning mindset and embodies the reality that 
things will go wrong but we will catch them and 
learn from them. 

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 
environments that place a focus on assigning 
blame, excluding those who raise concerns, and 
encourage concealing failures, provoke a fear 
response, creating distraction and diminishing 
performance. 

An environment where it is safe to speak up can 
drive innovation in addition to alerting an 
organisation about problems or concerns. People 

Asking a question 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 

c j Asking for help up is a risky or dangerous activity, or in 
environments where being silent is rewarded. 

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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4 Stages of Psychological Safety* 

Challenging Ability to offer opposing perspectives 
without retaliation orjeopardising 
standing 

Opportunity to make a meaningful
contribution; an appropriate balance of
autonomy and support 

Learning Engage in learning without fear of 
embarrassment or ridicule; freedom to 
make mistakes and experiment 

( leeling included and accepted and having Inclusion 
sense of connection and belonging 

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

You can either lead the way or get in the way. 

Dr. Timothy Clark 
CEO and Founder of LeaderFactor 
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NOTES: 

Opportunities to isles and o Solutions 

2021 to 2023: 
Employees More Willing To Partner For Change, Rather Than Take It Public 

~ormaavfU 
Welt with rn ffaaY tang.. Y —, 

r9an4iaticn
'inn it

ETHI Prividcged and Confidential 
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NOTES: 

Gen Z More Willing to Go Public 

I In 2 Gen Z WIIRng to Go P►bk to Push for Change at Work 

Arweaoyiavvs.xo+w 

'♦ o .a....n .... 
.. 

ToprOduNomoIWU1. 
yr.a fT~i ur N. 

urgvntr/ nvcrssvey Mmgils W wph my vmployw ..... ' 

Taludpuldie 

ETHISEIERE

WHO YOU HIRE WHOYOUPRAISE 

What does It look like to hire to Do you recognize employee. for 
a fit with values? asking questions? 

How is hiring happening acrd Do you reward employees for 
your organization? reaching goals without considering 

how they reached them? 

WHO YOU FIRE 

What are the consequences 
ttor misconduct? 

ETHI$ E f

WHO YOU PROMOTE 

• Is this person a role modtE 

Privileged and Confidential 
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Stakeholder Impact Matrix 

Project Name: 
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Example: Stakeholder Impact Map 

Internal Stakeholders (ISM ' , s

Myself/my team 

Sales / Marketing 

Customer Service 

Legal / Company 
Reputation 

SPHE=RE 

Hospital System 
Administration (buyer) 

Health providers / staff 
(end users) 

Patients 

Patient network (family, friends, 
employers, etc.) 
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Stakeholder Impact Matrix SPHERE 

Project Name: Tech platform for healthcare / patient records system 

¢ . . . ~ t v .. ,.,. f ..... \ ._ t ✓ ,.. .°U` .. .. n.. .t } kJ . . .,.... ( ... . .. ( . ... . .a. <. xt,   Stakeholder., :~._,. 
•. .";: 

., @ . 4 .. ': l < R 45 . .. 
~~nn Impacts  G14. ,J 

4 <. 1 .. Y .. 7 1 . ..v._ .... ... . . 3 ..., u .... 7 _ 3... . . h .t J,. .  _~. ). . . .. 1' X b k 7 ~~ Amplifiersy
g

- 
_ 

   yM ~e ry `y~+~+ 
for 111pact ~: ""   I igato 73 I I < Impacts 

My self/my team New skills/tech, meet goals Deadlines push other projects Document new/improved Handoff pieces of non-priority 
behind processes for re-use projects to second dev team 

Failure to bring in marketing 
Focus on MMP; provide clear Add Marketing Prod Lead to 

Sales / Marketing 
First to market with this tech; early will delay launch or 

definitions/explanation on RACI diagram and invite to key untapped market demand compromise quality of sales 
features/benefits meetings 

tools 

Customer Service 

Legal / Reputation 

Hospital Admin (buyer) 

Health providers (end users) 

Patients 

Patient network 
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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 

IS 1__ —_ ES 1 

IS 2_____ ES 2 

ES3 

IS4 

IS5 

ES 4 

ES 5 

13 
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Identify Impacts, Amplifiers, & Mitigators 

IS 

IS2 
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Identify Impacts, Amplifiers, & Mitigators 

IS 

IS 
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Identify Impacts, Amplifiers, & Mitigators 

IS 

ES 1 
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Identify Impacts, Amplifiers, & Mitigators 

ES 2 

ES 3 
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Identify Impacts, Amplifiers, & Mitigators 

ES 4 

ES 
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Professional Standards and the SRA 

NOTES: 

Contacts 

~~

 xn 

ALISTAIR MAUGHAN 
Skxfo Compliance ORrcer for Leg®1 Preckte 

(COLP( 

gym. ,' GRO 

Solicitors Regulation Authority 

Role of the SRA 

Doing More with Less 

Moving from a book to a set of principles 
SRA wants to provide shorter, more user-friendly rules 

Reach for the STaRs 

+ SRA Standards and Regulations 2019 
• The SRA Principles 
• Two Codes of Conduct 

r SRA regulated entities 
Individuals 

19 



SRA and the #n-house Sector 
NOTES: 

The SRA is historically more focussed at law firms... 
... but has been playing catch-up with the in-house sector 

March 2023 - In-houseSotie tors Thematic Review 
5 key findings 

1 sOr3 ,I,I~ ;calicikors 

J10;~ ~~r .,a' oils 
tSenredleRMY14R 

8.000 more in-house lawyers than a dude ago 
UtFE pafHes a d eAMer4 

20 %of all practising solicitors are in-house 
AefNp atxeaxy aed meeting 
eA f - rre 

5Iara5 r5 It r,

I:hica'- ICadNr hp , . 
..... 

SRA Principles 

7 SRA Principles... ` fundamental tenets of ethical behaviour that we expect all those that we 
regulate to uphold" 

You are required to act: 

A Solicitor's Duty to the Court 

rhose Principles which safeguard the public interest (such as the rule of law, and public confidence in a trustworthy 
wlioitors' profession) take precedence over an individual client's interests" 

'You should, where relevant, inform your client of the circumstances in which your duty to the Court and other professional 
obligations will outweigh your duty to them" 

For example: 

The SRA expects in-house solicitors to ensure that employers instructions do not undermine adherence to the Principles 

ISORRISON 
EASTER 



SRA Code for individuals NOTES: 

SRA Code of Conduct for Solicitors, RELs and RFLs 

Designed to show that regulated solicitors put the law and ethics first 

Dispute 

Mafntalning 
resolution end 

trust and acting 
proceedings Service and Client money 

fairly before courts, cernpetenca and assets 
tribunals and 

inquiries 

Business Where you ate Cnnfl9 ts, - .pe,r -mcn equir®manta providing cunfiztenY ,silty 
(refetrals and services to tits 
introduction) and disclosure . .~n~rt~n~~rce public 

loop 5,00N 
e.la.,rea~ 

Specific Regulatory Obligations 

RIORRIsoN 
FOReStER 

Enforcement Strategy 

11_ 

Understanding the SPA Enforconrent Strategy 

• NDAs/SLAPPs 

a Serious breaches 
abuse of trust 
taking unfair advantage of clients or others 
misuse of client money 
sexual and violent misconduct 
dishonesty 
criminal behaviour 

wORNIEON 
OERs1ER 
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What Don't You Have To Do? 

SRA considers that certain aspects are less f not applicable to the in-house sector 

SRA Codes of Conduct for Firms - private practice entities only 

g SRA Accounts Rules mostly irrelevant 

Conflict * rules? 

I-IORR ISO 
=oeRSrER 

Other SRA Focus Areas 

Behavioural t.,lr treatment requirements . a new addition in se

"You treat colleagues fairly and 
with respect. You do not bully 
or harass them or discriminate 

unfairly against them" 

roe 

os-es 

e 

"If you are a manager, you 
challenge behaviour that does 

not meet this standard" 

d 

1 
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