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Workshop Agenda and Materials

30 November Morming (93012000
9:30 - 9:45 Welcome

9:45 - 10:15 Setting the stage on ethical CUltUre........cooveiieiee e 2
10:15 - 10:45 Project Holly overview and debrief

10:45 - 11:00 BREAK

11:00 - 12:00 Stakeholder impacts MINASEL........covcievieeeeeeeeeeeee s 9
12:00 - 12:45 LUNCH

1:30 - 2:20 Project Holly €Case StUAy L.ttt Handout
2:20 - 2:30 BREAK

2:30 - 3:20 Project Holly €ase StUAY 2.ttt Handout
3:20 - 3:30 BREAK

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

4:30 - 5:30 Principles Development

5:30 - 5:45 Wrap-up
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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
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

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»:a;“ behaviour  and
L

090 [s0000)

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

A Human-Centric Approach to Complianice Program Maturty
hiipe:

e b prog :
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Reality of Speaking Up

LW o g:‘“«;,
93%

willing to report

58%

actually report ;

Privileged and Confidentisl 2
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NOTES:

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

(223{ Givh 4 veceiing feedback
& 8y Giving and receiving feedba

@ Asking a quistion
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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.

O C% Giving and receiving feedback

[ The costs are real when employees hold back

their full participation. Psychologically safe
environments illicit a performance response and

.':'\ /f.. 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
(?_ :; response, creating distraction and diminishing

Questioning assumptions performance.

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
up is a risky or dangerous activity, or in
environments where being silent is rewarded.

Asking a question

Asking for help

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

e ST —

| Trustis Local: Meet Deskless Workers Where They Are

| Pt of uenphoyas who siy
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NOTES:
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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

Prpatnt of e it wh sy

3 OO i et ey S e

St :
urgently necessary changes . | WOTK with my employer w
within my organiaation, . | wSemimmai o
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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

o producs wr malivate
~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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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

FUJ00243286
FUJ00243286
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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)

11
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Stakeholder Impact Matrix ETHISPHERE

Project Name: Tech platform for healthcare / patient records system

12
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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

13
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1S1

IS2

+ Impacts

o
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IS3

IS4

+ Impacts

o
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IS5

ES1

)
o

16
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Identify Impacts, Amplifiers, & Mitigators

ES2

i
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Identify Impacts, Amplifiers, & Mitigators

ES4
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NOTES:

MORRISON
FOERSTER

Professional Standards
and the SRA

(o)

FUJITSU

0 CNERBER 225

Contacts
ALISTAIR MAUGHAN
MuFo Compliance Officer for Legal Practice
{COLP}
HMORRIGON
FOERSTER

Solicitors Regulation Authority

Role of the SRA

Dot More with Less
= Moving from a book 1o a set of principles
«  SRAwants to provide shorter, more user-friendly rules
Reach for the 5Tals
»  SRA Standards and Regulations 2019
* The SRA Principles
= Two Codes of Condust
»  SRAregulated entities
»  Individuals

19

HORRIGSON
FOERSTER




SRA and the In-house Sector

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

Why? March 2023 - In-house Solicitors Thematic Review

The nied to maintain o
o sing policies and ciintrols to

= 34,500in-house solicitors

= 8,0000rganisations

= 8,000 more in-house lawyers than a decade ago U maae sk
Asting witicallj and thesting N

= 20%of all practising solicitors are in-house regulatory obibgations — while

managing work pressine -

Maintaining continuing

FUJ00243286
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NOTES:

competence
Etical leaersivg
MORRISON
FOERSTER
SRA Principles
7 SRM Principles... *Hundamental tenets of ethical behaviour that we expect all those that we

regulate o uphold”

You are required to act:

with intley

¢ that ¢

Witk

MORRISON
FOERSTER

A Solicitor’s Duty to the Court

dence in a frustwortiy

| How does this fitwith duty toactih
accordance with employer's wishes if those

Vigges Regly of weticsl

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

MORRISON
FOERSTER

20



SRA Code for Individuals

SRA Code of Conduct for Solicitors, RELs and RFLs
Designed to show that regulated solicitors put the Taw and ethics first

Dispute
resolution ang
proceedin ' ] Clientmoney |
before co - | and assots

il

Businass

b ooparati
requirements soopuration
i

and

mtwdud 1} accountability
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NOTES:

HORRISON
FOERSTER

Specific Regulatory Obligations

MORRISON
FOERSTER

Enforcement Strategy

s N S iy
= Understanding the SRA Enforcement Strategy
= NDAs / SLAPPs
= Serious breaches
- abusge of trust
—  taking unfair advantage of clients or others
- misuse of client money
- sexual and violent misconduct
- dishonesty
~ cnminal behaviour

HMORRISON
FOERSTER

21
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What Don’t You Have To Do?

NOTES:

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

» 8RA Codes of Conduct for Firms — private practice entities only

= SRA Accounts Rules mostly irrelevant

_

HORMSON
FOERSTER

Other SRA Focus Areas
Behavioural fair treatment requirements - a new addition in SRA Code of Conduct 1.5

“You treat colleagues fairly and

with respect. You do not bully

or harass them or discriminate
unfairty against them™

o@ %o

“if you are a manager, you
challenge behaviour that does
not meet this standard”

MORAISON
FOERSTER

Questions

MORAISON
FOERSTER

22
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Confidentialand Legally Privileged

NOTES

FUJITSU-CONFIDENTIAL © Fujitsu 2023
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