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Meeting outcomes 

 

The following is taken from discussions at the 14 June 2022 meeting of our senior leaders’ “think tank”. 
This meeting was attended by senior representatives from various private sector patent and 
trademark practices as well as by their HR and business support guests.  

In July 2021, IP Inclusive launched the Senior Leaders’ Pledge. By signing, those in senior management 
positions make a personal commitment to champion EDI at the highest level.  The purpose of this 
meeting was to review the impact of the Pledge and to decide what can be done to optimise its impact. 
We invited HR and business support colleagues to attend the meeting since it is likely they will have 
different perspectives around the implementation and impact of the Pledge.   

We have included a summary of the main ideas that emerged from the meeting and some suggestions 
for the think tank’s next steps.   

Annex 1 includes the original meeting objectives from the initial think tank meeting for background 
reference.  

 

1 The meeting objectives 
 

The objectives of the 14 June 2022 meeting were: 

 To review the impact of the Senior Leaders’ Pledge that was created in July 2021. For example, 
looking at how it has been received in organisations and any challenges that have emerged 
around its implementation. 

 To determine where to take the Pledge next.  
 If time permitted, to address the impact of our more recent pledges focused on outreach and 

access.  

2 Key outcomes 
 

The key outcomes from the meeting were as follows:  
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1. Most think tank members in the meeting had signed up to the Pledge. Those who had not 
signed up to the Pledge wanted more clarity as to what they were signing up to and/or needed 
more time to personalise the detailed commitments (see 3.1 below).  

2. Overall, the Pledge appears to be having a positive impact on organisations both internally 
and externally. Many felt it provides employees with an acknowledgement that their firm is 
taking EDI issues seriously and can be used to hold the organisation to account. It was felt to 
be having a positive impact in driving EDI forward in the profession more generally (see 3.2 
and 3.3 below). 

3. Some participants were not entirely sure as to the impact of the Pledge or how to quantify its 
impact (see 3.4). 

4. There were several ideas as to how we could improve the Pledge and optimise its impact. It 
was acknowledged that we must continue to meet and share best practices as to how we 
implement the Pledge in different organisations (see 3.5).  

5. There was also an acknowledgment that we need to consider how we can get a broader range 
of people into the recruitment pipeline and improve access to IP careers (see 3.6) 

 

3 More detailed outcomes 
 

The main outcomes from the breakout rooms are set out below.  

3.1  Adoption of the Pledge 
 

Overall, most people in the meeting had signed up to the Senior Leader’s Pledge. 

 Of those who had signed up, different approaches were adopted in different organisations. 
For example, in one organisation the Pledge was adopted by many in senior management 
roles.  In another organisation, it had been adopted by only two or three senior people.  

 Some people and organisations wanted to or already had personalised the Pledge.  
o This allows the Pledge to be built into the firm’s values.  
o Some attendees praised the fact that the Pledge could be easily introduced into 

existing processes such as recruitment, induction, and training. 
o IP Inclusive recognises this personalisation is how the Pledge was intended to be 

adopted. It is about individuals considering for themselves how they can meet the 
Pledge in a way that works for them.  

 However, there were a few organisations where people had not signed up to the Pledge.   
o Some of these stated that they wanted more clarity, for example as to what they were 

signing up to, the extent of personalisation allowed, and how many and who within 
the organisation were supposed to sign.  

 There was also a discussion as to whether the Pledge is an individual sign up or a collective 
firm wide sign up (the original intention was the former) as well as about the extent to which 
individuals’ pledges should be aligned within the same organisation.  
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3.2 Internal v external impact within organisation 
 

Think tank members discussed the internal and external impact that the Pledge had had on their 
organisations.   

 In terms of external impact, many stated that the Pledge had had a positive impact on their 
recruitment processes and outreach work.  

o For example, one organisation has since introduced blind CV’s while another said that 
the Pledge has had a positive impact on reducing potential bias in the interviewing 
process.  

o One said that its trainees were now more actively involved in outreach work.  
o Some felt that commitment to the Pledge helps them attract would-be recruits who 

are interested in EDI issues.  
 In terms of internal impact several points were raised. 

o The Pledge helps convey an organisation’s commitment to EDI issues and allows 
employees to see that their employer is taking EDI seriously.  

o The Pledge gives employees a voice and enables them to hold their organisation to 
account and ensure they are meeting the commitments within the Pledge. 

o It can bring a healthy pressure to the organisation and incentivise people to achieve 
its aims.  

o It can help in communicating the importance of EDI throughout the organisation 
including at partnership/board level.  

o One participant described the Pledge as an “articulation of a philosophy”.  
 

 

3.3 Wider Impact 
 

The Pledge was also seen to be having an impact beyond the organisations where it had been adopted. 
For example:   

 The Pledge keeps the profession moving towards championing EDI.  
 It means that a similar position can be adopted across the profession, suggesting there is a 

joined-up approach.  
 The Pledge keeps momentum up and it was felt that it keeps EDI alive.  

 
 

3.4 How to evaluate Impact  

There were some who were not entirely sure what impact the Pledge was having or how to quantify 
it. There was an acknowledgement here that signing up to the Pledge itself may not be enough to 
drive EDI forward, instead practical steps need to be taken.   
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There was a discussion about possible review/ audit processes, for instance, annually, to help 
signatories maintain their focus on the Pledge commitments (see 3.5.2).  

 

3.5 Improving the Pledge and optimising its impact 

3.5.1  Considering how to get people to sign up  

One issue that was raised was how do we encourage people to sign up to the Pledge:  

 Perhaps one of the reasons for some being reluctant is that EDI issues are not seen as work 
that is rewarded or ‘valuable’ within organisations.  

 Advice or guidance from IP Inclusive as to how we can best get outliers on board and bring 
them into the EDI discussion would be helpful.  
 

3.5.2  Annual Review of the Pledge  

Another suggestion was that there could be an annual review of the Pledge commitments by 
signatories. This would then allow organisations to take stock and determine what to build on going 
forward.  

 

3.5.3  Inclusion of non-fee earners. 

It was discussed that more work needs to be done to involve people in non-fee earning roles into EDI 
discussions. This would help ensure a firm-wide, cultural approach to EDI.  

 It was felt that non-fee earners can provide a lot of value in the EDI sphere.  
 One of the main reasons the Pledge was aimed at senior management was attributed to their 

privileged position. It enables them to enact change at the top level.   
 However, IP Inclusive is aware that more work needs to be done to include non-fee earners 

and this will form part of the 2022-23 business plan.  

 

3.5.4 Support for Pledge signatories  

There were various areas in which people felt additional support would help them implement the 
Pledge commitments:  

 Reducing unconscious bias in career development and appraisal processes.  
 Inclusion and retention of recruits in underrepresented groups (see 3.6). 
 Building EDI activities into performance reviews. 
 EDI data gathering (in particular to provide greater consistency across the profession).  

It was also mentioned that mentoring and training to help attorneys could develop leadership skills. 
This would likely help with implementing the Pledge.  

 

3.5.5 Sharing best practice  
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One way that we can carry EDI forward is to share best practice around the Pledge:  

 Many felt that sharing best practices out loud with one and other is extremely valuable. 
 It enables organisations to share and reflect on challenges they have faced. Other 

organisations can then learn from this.  
 It can help people decide how best to personalise the Pledge commitments whilst still aligning 

with their organisational culture.  
 Equally, seeing what others are doing creates a sense of competitiveness. Organisations 

compare what they are doing to what others are and this makes them more inclined to get 
involved (creates traction).  

 It was also questioned how we could get a broader range of voices involved in the EDI 
discussion- especially those who are in more junior positions.    

 It was felt that IP Inclusive could facilitate these open and frank discussions.  
o It was mentioned that external speakers could also join the discussion. They could 

share ideas and provide training.  
o IP Inclusive could facilitate sharing of, and access to, appropriate experts.  

 Overall, by working together and sharing, we can make the Pledge and its impact even better.   

 

3.6 Outreach 

Finally, there was a discussion of how we can improve outreach and access to IP careers: 

 The issue was raised as to how we can get a broader range of people involved in the 
recruitment process and also how we can improve access to IP careers more generally.  

o For example, those participating in the Careers in Ideas Mentoring Hub tend to be 
highly motivated. Therefore, it was asked how do we get others involved who are less 
well-motivated to sign up (perhaps because they discounted themselves from a career 
in IP)? 

 It was also queried as to how we can maintain retention of underrepresented groups. Those 
from underrepresented groups are more likely to drop out either during or after the 
recruitment process. More support is needed here to ensure this does not happen.  

 Careers in Ideas was praised, and it was said that it should be promoted more.  
 

4 Where to next? 
 

IP Inclusive will help to promote this work and is happy to coordinate follow-up meetings to evaluate, 
and develop, the progress made.   

It may also be beneficial to ask appropriate external experts to address the think tank and where 
feasible to assist with areas where support is needed.  
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Annex I: 
The original meeting objectives  
 

Our initial think tank meeting, on 10 November 2020, identified five high-level outcomes on which 
we hoped to collaborate: 

1. Adopting and encouraging best practices in internal systems and procedures – eg for 
recruitment, performance evaluation and reward, training and career development 

2. Raising awareness of the patent and trade mark professions among a wider range of potential 
recruits, in particular those in currently under-represented groups 

3. Widening access to the two professions through our recruitment processes and more creative 
onboarding and support schemes  

4. Improving the quality of diversity data available in the professions and its use to benchmark 
and incentivise progress 

5. Increasing engagement with EDI issues among colleagues, at all levels of the organisation  

 

 

 


