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Please note that we’ve used the timestamps as headings for accessibility
[00:00:08]
Kate Nash: Thank you very much indeed and welcome everyone to today's webinar. So whether you're dialing in live or you're listening on record. And it's so good to have your interests and your appetite on this topic today and you're not going to hear too much from me today. I'm just going to really set the scene. We have over 100 delegates dialing in from different parts of the UK. And what we're going to do is really start to think about the skills, the attributes that make great disability champions. You know, as we look across our community, we see that those networks and resource groups that really thrive, that really deliver outcome and output over time and where they're able to align what they do with the organisation's strategy around building an inclusive world, are likely to be those networks that work very closely with a champion. And of course, they all come in with different skills, different sets of knowledge, different attributes.

Leadership has no title. And so I'm so pleased. We've got four of the most amazing people and I have a great pleasure working with each of them.  Very quickly, the majority of you know PurpleSpace so I'm not going to say too much about who we are and what we do. We do know there's a number of you who are looking to join and hope you feel encouraged by what we do and what you hear today in order to do that. But as you know, what we're looking to do, and what we continue to do, is to build this amazing community of networks and resource groups around the world. And yeah, great individuals that are a part of that community. Fantastic speakers, absolutely exciting.

[00:01:54]
I'm going to go turn my video off in the moment because I'm going to be sitting in the background, getting some chat going and I encourage you … you may have a question; you may have a comment, something that you've noticed about your champion or something that you're hearing from these speakers that you want to plunder and capitalize on and utilise back at base.  So very quickly, we first have the incredible … drum role … Patrick Stephenson. And I'm sure you can recognize him. He's waving and he's wearing a purple jacket. And he'll tell us more about that in a moment. Yes, you've got a beard now. So Patrick is from Fujitsu.  He's the Director of Innovation and Health and HMG tech sector champion for the Ministry of disabled people. Throughout his career, he's really focused on how digital technology can transform the citizen experience, improving operational efficiency and driving inclusive social and economic value.  He’s an innovator, gets things done, an impatient person. And we can see that in terms of how he's driven the work streams within Fujitsu. So we're very lucky that you've joined us today, Patrick. It's a great pleasure to have you with us and of course Fujitsu were one of the early adopters of PurpleSpace back in 2015. 

[00:03:32]
We then have Adrian from GCHQ, hello again. I always feel humbled in your presence. You know, an organisation that keeps our nation safe.

And one of the most important things happening in the UK is about keeping our nation safe in many ways. So the fact that GCHQ continues to not take its eye off the ball when it comes to disability inclusion is just fantastic. So in terms of Adrian, Adrian joined GCHQ in 1993. His first role involved management of intelligence operations, head of organisation development, heavily involved in corporate change management around the move to the new building back in 2003. And in 2008 became the Director of Capabilities and the senior responsible owner for technology delivery programs. Recently he played a lead role in developing GCHQ’s cyber security mission strategy. So breath-taking career. I'm humbled in your presence. Lucky to have you with us. And importantly, Adrian has become a GCHQ board member since 2015 and since 2019 has become the Purple champion for disability. And he'll share more about that.

[00:04:40]
We then have Annette, Annette welcome, from Serco. Annette is the Group IT Governance Director. There is a real thing here going on with our speakers. And I promise you there was no plan. It just so happens that you all work extensively within the IT sector. So I'm going to be interested to see how the occupation psychology of delivering complex programs around IT makes you a great disability champion. So Annette will share a bit about her story: rushed into hospital very shortly after starting her significant role in Serco in 2013 - had a high level spinal cord injury which has left Annette paralyzed. And then after a year Annette returned to work.  And you often speak, Annette, about the people around you that made it possible for you to have a seamless entry back in to work. And now, as a very senior business leader, how you choose to notice that story. And prior to Serco, Annette had a variety of IT roles working as a CIO, consultant, strategy lead across a diverse range of industries: retail, finance, and indeed music - intrigued to know what kind of music. 

And then lastly, we have Karl, Karl, welcome. We know each other less. We met when we were running one of our disability Networkology workshops. The wonderful Chris Fox is the network leader there working with you and your colleagues. So Karl is from the Department for Business, Energy and Industrial Strategy – BEIS – and he’s Chief Digital and Information Officer.  Joined BEIS in 2018 to lead the digital data technology directorate in leading and transforming technology functions in high-profile and challenging environments. Started his career as a web developer at a start-up and has worked across all sectors and has a particular interest in some of the emerging technologies. So I'm going to turn myself off and hand over to you, Patrick.

[00:06:57]
Patrick Stephenson: Thank you, Kate. And Kate, the last time I think I saw you in the physical world, obviously before all this COVID business, was in the back of a taxi.  We were with the V500 crew and yourself with the #PurpleLightUp and the V500 mash-up And I think that that taxi tour really inspired some of our people within our business and our board and that led to a V500 commitment from Fujitsu to do something called Inclusive By Design, which was really to fundamentally change the culture of our business to make sure everything we do is inclusive by design. And Kate, thank you for you and PurpleS[ace.  You helped in 2015 mobilise our Seed network disability group, which I'm the exec sponsor of and Seed group is flourishing within our business and growing by the day.


[00:08:04]
Okay. Good. So just a few things before we talk to the panel and start to unpack what makes a great disability champion. So from a Fujitsu perspective, we place disability at the top of our agenda from an exec board perspective with our V500 commitments and our disability network. Yes, it's about doing the right thing. Yes, it's about compliance, but it's more than that. It's about the purple pound. I'm very passionate that some businesses out there, the likes of Microsoft, for example, have really shown how they can grow their both top and bottom line by being inclusive with their products and services. And so it's really focusing on that purple pound, you know, the segmented markets as one in five people in the UK have a hidden or physical disability and that’s a really important market any organisation should address. I'm also very passionate about disruptive innovation. Look back in history - a lot of the assistive technology that started out to solve some of disability challenges and accessibility and inclusiveness have then turned into productivity tools for the wider workforce and society. So there's a great value in looking at the innovation that accessible technology can drive. And then also attracting and retaining the best talent in the market, especially for a technology business such as Fujitsu. So just to share with you why it's so important to Fujitsu. And just moving onto motivation and I think from a disability champion perspective, motivation is absolutely key. And we'll talk about the Purple Champion Leadership Model a bit later on in this call. But the number one competence is loving the role, having a passion for the role. And my passion really, just to share with everybody, is making a difference.

[00:10:04]
I've got a great job. I feel I’m working for the best company in the world, doing innovation. I get up in the mornings to make a difference to society. And in the role of a disability champion and exec sponsor, I can make a difference to people's lives, which really as I say gets me up in the morning. So just on motivation, you know, it'd be really good to hear from the panelists to start off, what motivates you, what are your personal drivers that got you engaged in being a disability champion. So if we can start with yourself, Adrian, can you just share with us your personal motivation?

[00:10:42]
Adrian: Yeah. Thanks, Patrick. And hello everybody - just to say thanks very much for the invitation and I come up here with my imposter syndrome head on as well so I have absolutely as much to learn from everybody else as well as to offer my thoughts. So yeah, for me I'm strongly motivated by issues around equality and inclusion and that partly plays into my public sector career and wanting to make a difference.  From a personal and family point of view, my daughter has an autistic spectrum condition and has depression, anxieties. So there’s a personal story in that too.

But I think from a business point of view, a work point of view, I feel I'm just in a really privileged position to be able to make a difference in this. We have in GCHQ quite a well-established structure of championing and how that fits together.  It fits very much with our departmental values in the drive to really both serve society and ensure that we follow through that, and particularly on inclusion. So I was previously a champion for a few years for LGBT+ issues.  Last year I moved across into this role. So for me it's personal motivation, but actually also the difference we can make - from a keeping the country safe aspect and if we can really allow people to bring themselves to work authentically.

[00:12:06]
Patrick Stephenson: Thank you. And Adrian, I think I can feel from here as well, the energy. So that energy can be quite infectious with networks. And also the energy is very important at board level. You know, just making sure the whole organisation is growing in the right direction. So sounds brilliant. Annette, could I just move to you on your own, personal drivers into moving into the disability champion role.

[00:12:33]
Annette Moody: I think my main driver is really to try and harness what's happened to me to help make a difference for other people. I think if I can use, I guess, the challenges that I face to make it easier for one or two other colleagues to come back to work or to stay in work, then that would be a real bonus for me. I think that it's important in a disability network if we treat people as individuals and so our network is looking to make a difference to each person one at a time to make the quality of their lives better. And if we can use what's happened to me to do that, that would be great.  I guess I’ve been really surprised, I guess grateful really, for the amount of positive feedback that I've had within the organisation from publishing my story.  Kate suggested and persuaded me to publish about a year or so ago and what I did was an interview which we published across the organisation. And what transpired, I guess, really almost was a kind of a tide of support and interest from people as a result of that.  And almost what it did was give people permission to be able to talk about it. So my motivation is to take the good work that we’ve done and make what’s happened to me into something constructive and then use it to help people one at a time.

[00:14:09]
Patrick Stephenson: Thanks for that – bit of a tough question. Okay. And Adrian, I picked up on the imposter syndrome bit and I must admit, I'm going on a journey of disability confidence. I don't have a physical or hidden disability, but my superpowers that I'm bringing are the ability to get things done and drive some innovation. So we've all got differences. Do you think it's more authentic or necessary for someone in that role to have a physical or hidden disability? What’s your view on that?  Tough question.

[00:14:44]
Annette Moody: It's a funny question because I nearly started off by saying that I feel I have imposter syndrome as well. But all I know about this is really just by being disabled. So I guess when I read the bios for the other speakers, I felt a bit of imposter syndrome, kind of like ‘What do I know about this – I’m only disabled.’ So I don't think you need to have an authentic disability in order to participate at all. I think what it needs is some of the things we're going to talk about like drive and commitment and energy, and anybody can do that. And if we believe that we have a broad and inclusive network, it needs to be broad and include everybody so, no, I don't.  And I also think that none of us need imposter syndrome anymore.

[00:15:41]
Patrick Stephenson: Well, it keeps us on track so thank you. And so Karl, moving over to yourself. It would be good to get your view or personal drivers to being a disability champion within your organisation.

[00:15:56]
Karl Hoods: Yeah. Sure. Aside from the same sort of reasons as everybody else about really wanting to make a difference, I think there's two reasons for my motivation. One, the network approached me and said, hey, you do loads of stuff with tech and we’d really like you to be involved, which was good on them for identifying somebody that could help shape and influence. But equally, I have a hidden condition. Effectively, I have a rare bone disease, which if you look at me, you couldn't really tell.  As my friends say: there can't be anything too wrong with you, you can run a marathon.  I can, but if I fall over, I’d probably break something.

So for me there was something about, you know, how can I bring my experiences to the role, but also give a voice to conditions which may not immediately be obvious, which is quite difficult for people to recognize and understand, and yet we see it every day on trains where there are stickers saying ‘give up your seat, somebody may need it’ … but how do you know if somebody may need it?  So for me, it's about bringing my experiences and being open and talking about things that I faced and have gone through, albeit minimal compared to others. But it's important to kind of bring a range of perspectives.

[00:17:09]
Patrick Stephenson: Thanks, Karl, and just a follow-up question. I'm similar to you and I think Adrian is in the same place. You know, I spent a lot of my time explaining that, yes, accessible technology isn't the answer, it is part of the answer and a lot of this is about attitudes, empathy, behaviors, and the culture of an organization and also its moral compass as well.  Do you have any challenges where people are looking to jump into tech solutions too quickly within your organisation?
[00:17:40]
Karl Hoods: I think that's the perennial problem with the CIO.  There's always a solution in search of a problem.  So I guess what we tried to do is really understand the kind of crux of the issue and try and see what we can do to solve it.  And technology isn't always the answer, which may seem odd for someone in the tech world to say, but I think where it is, certainly what we're trying to do, is establish a process that says we're cognizant of all the things that we need to take into consideration rather than just, you know, kind of deploying something which is a bit of a balance to make. When everybody talks about Agile and speed to deploy, and everything else is like, well, the easiest thing to do is get something out there quickly and then I think: Oh,  I should have thought of A, B, and C. So how did we really embed the A, B, and C up front so that we can deploy quickly. But we've encapsulated everything that we need to do across this network and others where we need to take that into consideration.

[00:18:35]
Patrick Stephenson: Brilliant, okay. Thank you. So we've all just talked through what motivates us in our disability champion roles. If I could move, Annette, towards you, to starts to unpick a bit about the network that we represent within our organisations. And do you find that the network that you work with - the team - do they ask for too little from you or too much from you?  Are things quite demanding or are things quite balanced in your relationship with your network?

[00:19:09]
Annette Moody: I think it's pretty balanced. I think my peers and the senior management at Serco are extremely supportive of what we're doing. And so as it is with any job in any organisation, you have to be a juggler. In a sense, this is just one other element of my job that I need to juggle my time with. I don't know. I’m definitely not under demanded. Occasionally it gets a bit tight, particularly when there are other work deadlines to be managed. But I think in general the balance is good and I think it is challenging. I think maintaining energy and commitment and drive behind the network is always a bit of a challenge. And I think we constantly refresh and revise our plans to make sure that we've got the right balance in place.  And so I think it's pretty much like with any other task in your job and you just need to manage it.


[00:20:28]
Patrick Stephenson: Yeah, I agree.  It’s interesting. And I think in most organizations, certainly within Fujitsu, we've got many groups and many networks. And I suppose it's trying to balance the voices of many groups within an organization and then within the disability space clearly for physical and hidden disabilities, there are lots and lots of scenarios or lots of requirements or challenges in there. And just out of interest, just with your group, how do you work with them to prioritise? Because equally we can’t boil the ocean and achieve everything.

[00:21:07]
Annette Moody: Yes, we meet with the other three groups regularly and we have an annual plan that covers all four groups so that we know that we're not overlapping or duplicating or bringing too much content in, too much activity altogether. So, we have a kind of smooth plan across the year. And we also have a consistent approach to planning. So we have four key themes and we manage against those themes to make sure that we adopt a similar approach, albeit accepting that the challenges across all four networks are very different.

[00:21:55]
Patrick Stephenson: Okay. Thank you. Karl, how about yourself with your network. How do you sort of manage their expectations? Or do they do they max you out or how does that balance work with your network?

[00:22:09]
Karl Hoods: I think it works pretty well. I guess there's something about that, kind of agreeing the engagement and what the expectations are. And there's a lot of things that you might do in the background which are constant reminders to colleagues: if we're looking at kind of programmes of work and activity, it's that constant reiteration which isn't a specific kind of activity carved out by the network itself. But that's something I do in my role is as a champion. So if anything, I think they could probably ask a bit more. And it's always a bit of a juggle, right, when you're extremely busy to try and get things done but I think the more you ask, the more we can get involved.  But equally, if we're too busy to say that we can't do that. So I think it’s just that clarity on communications that for me is key. And just having that relationship where you can have a conversation and just stay engaged and do what you can.

[00:23:09]
Patrick Stephenson: And you know, I think it's good Karl - just from my side I think something I don't do very well as a champion is that I think sometimes I'm too business like.  So I'll have my exec group and workstream leaders and I'm leaning over them saying ‘Where are we with this? What are the outcomes and what are the metrics, and how are we measuring our performance as a group?’ I think one thing I sometimes forget and people very politely remind me saying ‘Patrick, this is a network. Yeah?  We want to talk, we want to share experiences. We want to have a bit of fun. And yes, we then want to get onto business.’ But I tend to come from quite serious meetings where I'm delivering outcomes or I'm accountable for some quite serious things and I segway into the exec steering group – it’s the ability to switch my mindset to take a different approach. So that's a bit coaching from my team, which I think I get every time I meet them. But there we go. So Adrian, just on your side just to share it from your perspective?

[00:24:24]
Adrian: Yes, they are all really good points.  It’s got to be balanced. So you’ve got to have engagement and listening and really all that connection. But I think what we found over the years is that we've evolved a bit from having networks and groups and then the department saying, ‘OK, great that we've got the group and we're very happy to let them get on with it.’ And of course, you move and you evolve from that and it’s ‘Well, no, actually the onus really has to be on the organisation’. So that means that it's us who are championing that and the executives who then actually have to be the ones driving things forward, but crucially on the issues that the groups are coming up with. So I think it is balanced, but I think where we've been is to have a period - which I think we're getting out of now but certainly we can easily slip back into - just saying it’s fine to have a network or group and they have to drive it themselves. No, it's not. It's for the organisations do so. 

[00:25:35]
Kate Nash: I’m just going to jump in here to give you all reassurance: we're having a party on the chat room. Everyone is enjoying this and interacting and everything that you're saying really chimes for who they are. So I just want to give you that one assurance.  One of the things that's come through as they're listening and noticing the key attributes of the champions, and the things coming through are: authenticity, being prepared to be who you are; listening; striving to learn; not positioning yourself as the be all and end all but being vulnerable in front of your members and disabled people and sharing that sometimes you don't have all the answers and displaying a keeness to learn and understand. And then we had another little interaction around it being absolutely proper to make sure that the champions work with other champions across sectors; it stands wholly proper to align resources and projects and strategies but at the same time, wanting their disability champion to be the disability champion. Particularly in relation to the pandemic, you know.  Not all of us will be rushing to work.  A lot of companies will go the slow road down. So there's going to be lots of people who are shielding who still choose to do so or who are self isolating. And there'll be some challenges in going forward. So wanting their disability champion to notice that. So anyway, I'm going to disappear again and leave you to it. And I’ll surface again with some other thoughts when they come through.

[00:27:03]
Patrick Stephenson: Excellent.  Thank you, Kate.  So Adrian, if you could pick up with how do you deal with any conflicts?  With my team, we’ve got quite diverse needs of the group and quite persuasive characters who really want their agenda or their outcomes really to happen, which is great. And then as a champion, sometimes you have to say, well, look my team, if we have a list of 100 things, we probably could do 100 things badly. So any hints and tips just really on managing that prioritization conflicts. A strong word but, but really persuasive characters in the group who want to drive their agendas forward.

[00:27:44]
Adrian: So within GCHQ there are a very broad range of issus and we’ve got nine different particular affinity groups that look at particular issues. And I've got a whole set of sub champions at a reasonably senior level who look out for those things. So, for example, mobility impairments of hearing impairments or what have you. And then we have an umbrella thing that's at the top of our disabilities’ overall network. So I think you're right. There is a thing here, that’s saying: where are all the issues that actually potentially can lift the agenda for as many people as possible.  And clearly, it’s not surprising that accessibility issues play into that. Whether that's physical or digital or what have you. So there’s things there. I think the other thing is building it and making it properly mainstream and part out of the business. So where we are thinking about policies, that’s baked in right at the start but I think my sense has been that we are by no means where we really need to be on some issues, such as, for example, the work that our estates team are doing in the current crisis to look at how we get people back to work or how we work at home… there is a sort of sense of allowing those voices to come through but reaching out early to factor that in. And then actually responding to all of our networks to say we have a work plan that can address this. But that then requires follow through and effort and a plan and also, from a personal point of view, making sure that at every board meeting I will raise a disability issue, whether that's recognizing some success or putting something out there … but always making sure that it’s on the agenda every time.

[00:29:19]
Patrick Stephenson: Sounds good. It is a tight rope that we all have to walk sometimes with priorities. Cool. Thank you. And just moving on, Kate, you mentioned core competencies. So I think if we can swing into some of the core competencies. And I really loved the PurpleSpace Purple Leadership Model and the nine core competencies. And, and I think the first one ‘love the role’ we’ve covered and we’ve just talked about ‘motivation’ earlier - I think that's a given. We are attracted to these roles as we want to do good and make things happen in our organisations at the staff level and at a potential client level, where appropriate. And I think if I could choose three superpowers that I've got out of the nine competencies in the model - and I just recommend for everyone on the call today to have a read through the Champion Leadership Model - I think mine are the: ‘leadership skills’, a part of that is focus and that executive drive but equally that's going to have some empathy and humility with it, sometimes, if it’s a bit too focused. ‘Courageous leadership’ - I like a challenge and I like a bar: bronze isn't good. I want platinum. Yeah.  And ‘Driving for for the best’. And I think we'll talk a bit about how we can move from good to great later. And the final one is the ‘Power of the network’. For me, I've got quite a strong network within the business both at a senior level and also at a network level, but also out in the industry. And that's why I took the role and was very fortunate to be accepted for the role of tech disability champion and really using the network to amplify and drive tech for good. But there are some downsides to me. Like every human being and looking at the framework, attitudes, skills, and knowledge are absolutely key. And that's where I draw on the superpowers of the network members - people with the life experiences that perhaps I haven't had. Some of the very technical skills are around assistive technology and how to make that better. And also changing attitudes and that disability confidence, just having the confidence to talk through sometimes quite sensitive things. So I say I've got three superpowers playing to my strengths, and then really leaning on the network for some support.

So if I could just open that debate up a bit really on core competencies and if I could start off with Karl, is there anything that sort of stands out from your side? A super strength or weakness that you want to share?

[00:32:10]
Karl Hoods: So I guess there’s a lot of similarities with many of the stuff that we do on a day-to-day basis for me. I think the leadership angle to it about bringing in some sense of strategic insight to it and how might we construct work plans and that good stuff. And really that kind of genuine empathy and interest angle to it. So the fact that I've got this rather strange condition is great, but that doesn't make me an expert on all disabilities, right? And where I'm quite comfortable is having conversations about all manner of subjects and that kind of gives people the courage to just talk about all sorts of things because you can only address something if you kind of really get to understand it. So that's what I try and focus on. I guess the weak point, I don't know, maybe it's related back to the time thing because we are time strapped and even more so now. And all these people that keep emailing me on LinkedIn saying, ‘Now we've all got more time on our hands because we are working from home….’

I don't know what you're doing, but I've got less time on my hands. So for me, I guess it's kind of push more on that clarity on expectations about when they really need more of my assistance and support in the network, and when can I be doing more on their behalf? I think because we segment up our time depending on the things that we've got to achieve. So I think that's for me the bit I would ask more for the network is ‘use me more’. And let's just be clear on that.  And the other thing I try and bring to it is - with many networks and I've been involved with lots of different members over the years - sometimes it does feel that it's a kind of glass half empty kind of approach to take.  And I think there's a lot of positivity that can be bought.

Albeit most of the time is spent dealing with particular issues that we need to get organizations to confront slightly differently. But there is really something to me about that kind of positivity. And I certainly don't want groups to end up being in the place where they don't even have a glass because they smashed it on the floor. So, you know, it’s that, how do we get more of that kind of positive attitude in the face of difficulties that we have to deal with, we're just getting things pushed through and dealt with.

[00:34:32]
Patrick Stephenson: Yeah, I definitely agree, Karl. And I suppose one technique that I've been working with my group on is this - obviously, we're a commercial organization - this is more than accessible technology and the change of culture within our business. We can all be involved in the development of Fujitsu products and services to be tech for good and to be inclusive by design. So this group, we can not only just make it a better place to work, but also we can actually make our products and services greater as well and you’ve all got a role to play in that. So, I think that was quite an interesting tipping point within the group that I'm working with in Fujitsu; actually, we've got a greater purpose here as a team. So yeah. Sounds good. And if I can move over to yourself, Annette, on the core competencies and strengths and weaknesses that you want to share.

[00:35:34]
Annette Moody: I think obviously being paralyzed opens doors.  It's useful for the network.  But I think in the same way as Karl, what I have is a very specific condition and my experiences can’t be universally applied. It doesn't really give me any insight into the challenges that other people face with different conditions. So I think once we got past the fact that it had opens doors being paralyzed kind of almost becomes irrelevant when I'm in the network. And I think what I bring to the network is a kind of sense of optimism and drive and energy and belief that we can make a difference. And I think probably then the other thing I bring is the kind of bigger picture view of how this aligns with our core values because this is absolutely what Serco stands for. And I think having that kind of connection into our broader objectives or values is valuable for the inside. And then I think the other thing I bring is just the technology perspective. Because there’s so much we can do with technology to help so many people's lives. Bringing that into the group, I think has been useful.

[00:36:57]
Patrick Stephenson: Yeah, great and just on the technology side, a lot of people I talked to, you know, we talk about assistive technology and lots of innovation potentially. But 90% I feel of assistive tech is hidden away in products and services that we consume every day. But no one tells us where.  Where are these little guys to say, Yeah, here's the accessibility guide for this product or service. You normally have to trip on it or find it somewhere accidently or someone in a network tells you that they found this really good little tool. So just real quick thoughts on accessible tech.

[00:37:44]
Annette Moody:  We work really hard on that actually.  That's one of my pet challenges is I believe there is a lot available in the tools we have that people just don't realize and so I have done a lot of work to publicize what there already is in the kit that have and who can benefit from it. So we do regular updates and hints and tips and we try and use a variety of different mediums to get that message across. And we keep telling people, because my sense is that it's opportunistic, so people see it and then forget that it's there. We keep reminding people what's available and how they can use it.

[00:38:24]
Kate Nash: I'm just going to jump in. A strong theme in our chat room is how are you as business leaders choosing to force the issue of using the routine accessibility features of the kits that you use.  Obviously, we're living through this pandemic, supercharged digital era. There have been some wins for disabled people. You know, we've all had to work from home and that's what challenges and inconveniences but it's also brought an opportunity and a lot of networks wanting to build on that opportunity and are really wanting you to use your clout as champions.  I can hear that you're choosing to do that. That's fantastic.

[00:39:07]
Patrick Stephenson: And just to share with people as I haven't mentioned yet, but as part of the disability champion role, I'm working with industry - all the big players in industry and SME's – we’re thinking about a new standard called 80 Essentials - a bit like Cyber Essentials. 80 Essentials being what are the essentials that small, medium, and large organisations, public or private sector: what's the awareness with compliance; what’s the awareness of what's inside products? And maybe the tech sector could maybe could have an 80 Essentials badge if they properly explain what's in the box because I do think there are some very complicated AT solutions out there which are hard to maintain, are quite expensive for people who need those requirements when actually something’s already in the box. So, that's something we're pushing quite hard as an industry group. Why doesn't the tech sector step up and start to explain itself a bit better than what perhaps it does today. So that's a key piece of work that I am looking to drive. So would be good to talk about that maybe in the future.  Cool. And Adrian, just on your side, just anything you want pick up either on the tech within the box or on the key competencies?  

[00:40:30]
Adrian: My thoughts on the leadership model: I think it’s great, I found it really useful.  One thing, from the champions point of view, really trying to leverage an organisation to get it to do things. It’s also about challenging the organisation at times as well. So I've had times where in a sense the firm is sort of going up to you to say, ‘Well, do we really need to do this?’ and you have to say ‘Yes, we do.’  So it’s the leveraging point.  The other point that has come up is the knowledge and confidence thing. And I've certainly felt this personally in this role and also in other championing roles. And it's probably understanding and being critical and competent. But there's also just the thing of just not wanting to put your foot in it or say the wrong thing and getting the terminology wrong. So one thing I think we've found that’s been pretty useful within GCHQ is disability awareness workshops for managers where we sort of bring teams together in a space for a couple of hours to say, you can get to grips with a topic here and no one is going against you for doing it.


[00:41:50]
Patrick Stephenson: Sounds like a great best practice to share with the team. Cool. Okay, so just looking at the clock, if we can probably move gears into, you know, we've talked about what motivates us; we’ve talked about what groups expect from us - is it too little, too much. We talked about core competencies.  For the people on the call now, I think let's start to get to the practicalities of what we do in disability champion roles. So how does this work on the ground? So, just for me to share with people, I've got the four themes and I'm very methodical in what I do. I've got challenge on the left, I've got the outcome next to it. I’ve then got what resources I need, and then what the outcomes are going to be in Q1, 2, 3 and throughout the year. And those outcomes are outcomes not output. So I'm very passionate about the Net Promoter Score. I meet on a monthly basis with the accessibility and disability group within Fujitsu. And then we look to try and get to board level at least twice a year, hopefully once a quarter, if we can with a topic or an update on what we're achieving as a group. So that's how it works practically then there are subgroups obviously off working on those work streams. And then we come back together and track progress and make sure there aren't any blockers? Yeah.

Normally there are a lot of blockers: internal IT systems. And I worked for an IT company. But like every organisation, we've got standards of operating IT. And sometimes the technology we want to use, the standards, have to be modified or firewall rules or security access or wherever that needs to be. So it's also unblocking some of those issues as they come up. So Annette, can you give us a bit of a flavor of the sort of the practicalities of how the network works with yourself.

[00:44:09]
Annette: So I guess we tend to describe ourselves as a fledgling network. We've only been around for, I guess about 18 months now. And so I think the majority of our focus last year was on establishing ourselves and getting getting ourselves known across the organisation so that people know where to come for information. This year, our focus is much more on how do we mature and move to the next level. I think we are pretty structured and I think that's come across from everybody, hasn’t it? We have, as you've just described, a really clear set of objectives of deliverables and a clear plan that helps us ensure that we're on track. We're a global organisation and so we are also looking to establish ourselves as a global network so that we can share our experiences between our different regions. And it's fair to say that the challenges are different in different parts of the organisation, but they are also very similar. So whilst there are some local variations, we can share a lot globally. And so one of our key steps this year is to try and make sure that we mature and learn as much as we can from my colleagues and other regions.

[00:45:41]
Patrick Stephenson: That sounds good. And I think, yeah, that's a really interesting point.  So Fujitsu is a global business, I think that’s our next step to connect networks together. And so it would be interesting to get some learning from how you are doing that at a future date. Also, I think there are some interests of networks to networks, different partner allliances, organisations, even customers, some of our central government customers are interested  - in joining our networks together, at least on a quarterly basis for knowledge share. So it's all about sharing best practice and I don’t think anyone is getting that 100% right anywhere in the world. Ok, brilliant. So that sounds good. And Adrian, anything you just want to share on how practically things work on a daily basis.


[00:46:39]
Adrian: We put forward our key initiatives and key lines of activity to the board.  The main thing there for us is it’s really to drive forward the fact that for GCHQ this work is mission critical. And just as much as we might be looking at a particular angle on counterterrorism, this is also mission critical to get it right.  Data, we are finding, is very important and we're not where we need to be on that, that is understanding what the issue is. One of things we're interested in at the moment is the disability pay gap. How does the gender pay gap apply and what do we need to do about it? There's also benchmarking. We've got some good benchmarking in place, we're trying to expand that just to actually ensure that we're not sort of marking our own homework on this and we are looking for PurpleSpae to help us with that. And then I'd say that our individual disability groups, so for example the visual impairment  one, are working reasonably well in terms of contact and what we need to refresh is how the overall thing fits together. We need to do some work with various champions in the group on how can we build our overarching structure better from all the things we learned from COVID. 

[00:48:12]
Patrick Stephenson: Thank you for sharing and, finally, Karl. And then we’ve got time for one more which can be a quick round question for everybody. So, Karl, any thoughts on practicalities.

[00:48:28]
Karl Hoods: I guess broadly similar in terms of construct: we have a steering group which we've recently launched with four key themes. I think it's important that they kind of, in terms of those outcomes, that they are quite focused and that there aren’t too many. We've had a meeting as well where all the network chairs and champions come together on a regular basis, which is quite good as one voice and then that feeds back into the wider D&I strategy, which is presented at board level.  I think in terms of our interaction it’s quite layered, but equally to your point about technology, so recently Microsoft have established a kind of return to the workplace group together, particularly talking about disability and how their  adaptive tech and other things may impact us all in whatever the new normal or next normal is going to be. So it's definitely widening out, it feels, to include suppliers, which is a good thing because the more we can influence them, the better.

[00:49:46]
Patrick Stephenson: Right, I've taken loads of notes down from this session, so good. Okay. And just because  of time, Kate, I think we’re just going to go through a quick fire round, some top tips from the panel and then moving into what about those networks without a champion, if that's OK. And just before we do that, so one area which we haven't covered, which I recommend people go and have a look at is this great piece of work from PurpleSpace around how to go from good to great. So we're going to discuss that, but looking at time, we will fit that in on a future date. It’s within the Purple Champions, Allies and Leaders Guide about building disability confidence from the inside out and on page 30 there’s a brilliant section about how to set your strategy and objectives around going from good to great from a disability perspective. So just for everyone on the call, I highly recommend you read that. And so if we just go to the last question from me then … so we go for a quick fire round. And this is where my purple jacket makes me feel like a game show host, although it is getting hot in my room. If we just have one quick takeaway from each of the panelists and we’ll start with Adrian.   So if you could just do one thing in your role, what do you think that one takeaway would be for people on the call? 

[00:51:18]
Adrian: The one thing for me is communicating clearly – until you feel physically sick about this.  Do it ten times more than you need to.  For me, having a kind of memorable tagline on this has been powerful for the department and I’ve nicked it from Bill and Ted's Excellent Adventure, 1988: “Be excellent to each other”.  It’s fairly simple.  It just keeps it at the forefront of all we are doing.  

[00:51:44]
Annette: I think that disability is just part of everyday life for many people, both visible and hidden disabilities. So what we need to do is make this embedded in all aspects of our daily life at work. 

[00:52:09]
Karl Hoods: Yes. I guess mine is kind of building on Annette’s there.  For me it's about raising awareness and disability confidence. Get people talking about it so that it's natural.

[00:52:21]
Patrick: Thank you kindly for your time today, I really enjoyed that. And as I say, I've taken a load of notes down that I'm going to take back into Fujitsu. So Kate, I think it's good to get your views on what about networks that don't have a champion? So how do they go about things? And then I think you're going to also just wrap up the conversation.
[00:52:47]
Kate Nash: We’ve got lots of questions and we've been trying to cover them off as we go along. And what we will do is make sure that we summarise a range of answers from our panelists and get a little follow-up briefing to everyone. But a quick thank you to all of the delegates. Sharing your stories and your insights as clearly as you have has provoked a lot of helpful thoughts. I thank you for your interaction - it is absolutely splendid. And so to your last question on some of our some of our number who don't have a disability champion, my tip is to ask. You may know that I have a background in sales and sometimes you just have to ask.  You have to be brave enough to ask a senior business leader.  You know, that wonderful expression: if you want anything done ask the busiest person you know?  Not all senior business leaders will be able to make the time available to deliver an executive sponsorship of the disability network but if you don't have one, just notice the honesty and authenticity of these four remarkable leaders on our webinar today. And the reality is, sometimes you will hear a no but go back to sales. When you hear a no, it's always an opportunity to ask again another day, or indeed somebody could support you to get into somebody's black book. So, that would be my tip and we'll cover that off. And so as we close and we come to the hour and we do pride ourselves in trying to start on time and finish on time. So a few thanks and a few thoughts, very quickly.

[00:54:23]
Let’s show the slide about the resources we want to share with you. And so we've got three things that you could look at. So one is, as, as Patrick mentioned, as Adrian has mentioned, is our Purple Champions Leadership model. And this is a pilot piece of work that we started last year with Ian Wilkie to start to capture and quantify the skills, experience, and knowledge that great champions have. As we've heard from our champions today, not everybody will have every gift. But being inquisitive, being able to form a great relationship with your disability network … these are some real key things … but take a look at that. And secondly is the Champions, Allies and Leaders Guide. There's some ideas at the back of that document around allies movements.

[00:55:22]
We see this in nearly all of the organisations that we're talking to and I know Adrian’s doing some work with colleagues there. So there's a very strong movement of allies and champions  who have a very strong and central role in supporting an organisation to deliver allies programs. And then lastly, we've got the resource for this month. This month is all about disability champions and allies and we've got 25 Ways to be an Ally there so take a look. And so as I close, can I say thank you so much, Patrick, Adrian, Annette and Karl - we thank you for your time. Thank you for your honesty. Thank you for your stories. You know, the fact that you're beating the drum is terribly important. You know, it's of no coincidence that we saw disability equalities legislation come into play in the mid nineties, 20 years after, say, gender and race exceptions. So although through networks we are building a very strong and vibrant community, these internal changemakers banging the drum makes life so much easier; to have business leaders like yourself as champions. Thank you for your energy and making the time today. And then lastly, I want to thank all of our delegates. Your exchanges, your ideas, your comments, your chat, your insight. Thank you. Thank you on that. Everybody's learning and getting together and meeting up and all sorts. So that's just wonderful. Thank you for that – it keeps us real and do let us know what we can do to follow up on this as we go forward. 
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