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Camila Fossati is a strategic and inclusive HR leader with over 

18 years of international experience across Europe, Asia, and 

Latin America. With deep expertise in organisational culture, 

leadership development, and strategic talent management, she 

has held senior roles at companies such as Braskem, Makro, 

Suzano, and Gerdau.

Throughout her career, Camila has led transformative 

initiatives that drove cultural change, enhanced organisational 

effectiveness, and fostered inclusive, high-performing work 

environments. She is known for aligning HR strategy with 

institutional values, navigating complex governance, and 

translating compliance into practical, people-centered solutions. 

Her leadership is grounded in empathy, data-driven decision-

making, and a strong commitment to integrity and diversity. 

Passionate about creating meaningful change, she continues 

to inspire teams and organisations to thrive through trust, 

transparency, and continuous learning.
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INTEGRITY THAT SHAPES 

CULTURES: TURNING VALUES 

INTO BEHAVIOURS 

Integrity goes beyond compliance – It is the lived alignment between what we say 

and what we do. It’s the courage to act consistently, even when no one is watching 

— especially then.

In today’s increasingly transparent and demanding corporate landscape, integrity 

has evolved from a moral aspiration into a strategic asset. Research by Ethisphere 

Institute shows that companies recognized for ethical leadership (such as those 

on the annual World’s Most Ethical Companies list) consistently outperform their 

peers. In its 2025 report, Ethisphere found that these companies outpaced a 

comparable global index by 7,8% over five years, a phenomenon known as Ethics 

Premium. This performance is driven by investments in culture, transparency and 

community impact – all of which build trust and reduce risk. It builds lasting trust 

and strengthens reputations. But it doesn’t arise from inspiring speeches or posters 

on the wall; it emerges from daily decisions, reinforced by a strong culture and 

leaders who embody the organisation’s principles in every action.

Organisational Culture: The Foundation Where Integrity 

Grows

Culture is the fertile ground in which integrity can either flourish or fade. When 

ethical values are truly embedded in daily routines, integrity becomes the standard, 

not the exception. This requires deliberate effort and, above all, consistency 

between declared values and actual behaviour.

Behaviour is what truly shapes culture, and leadership plays a central role in this 

process. Communicating values is important but living them visibly and consistently 

is what gives them credibility. When employees witness difficult decisions being 

made in alignment with ethical principles, even under pressure, trust strengthens, 

and culture solidifies.

Values must be more than decorative slogans. They need to show up in strategic 

decisions, difficult conversations, and everyday choices. This alignment between 

intention, communication, and behaviour is what turns values into a living culture, 

and integrity into a daily habit.
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Ethical Leadership: The Example That Shapes Culture

Culture begins to take shape in the small actions and omissions of the leadership. 

It is in everyday decisions and uncomfortable conversations that integrity is most 

clearly revealed.

It’s not the bold statements, but consistent examples that define what is acceptable, 

encouraged, or tolerated. Through their actions, leaders establish the behavioural 

compass of the organisation. That’s why investing in the development of ethical and 

conscious leadership is not just a moral imperative: it’s a strategic decision.

Leaders must be equipped to navigate real dilemmas, make tough decisions, and 

uphold the organisation’s values even under pressure. Organisational integrity is built 

on personal integrity, and the influence of leadership echoes throughout the culture.

HR and Compliance: A Strategic Alliance for Ethical Cultures

While governance structures vary — and some organisations may also have 

dedicated Ethics Departments or independent Ethics Offices — HR and 

Compliance often form a particularly powerful alliance in cultivating resilient, 

values-driven cultures. With their distinct yet complementary perspectives on 

people and principles, they are more than control agents: they are enablers of 

environments where integrity becomes a daily practice.

Together, they can embed ethics into every stage of the employee journey, 

from recruitment to succession planning. They can design learning experiences 

grounded in real-life dilemmas that foster critical thinking and responsible 

autonomy. They can also strengthen listening channels and create safe spaces for 

open dialogue and trust-building.

To move integrity from aspiration to practice, structured mechanisms are essential, 

not only for addressing concerns but also for fostering awareness and prevention 

as positive stimulants:

•	 Psychologically safe listening channels, where concerns (including ethical 

dilemmas) can be raised without fear of retaliation. Depending on the 

company’s governance model, these may include helplines, ombudspersons, 

ethics portals, or direct access to trusted leaders.

•	 Recognition of ethical behaviour, reinforcing actions aligned with values.

•	 A feedback culture, where mistakes become opportunities for learning.

•	 Ethics dashboards and indicators, enabling evidence-based decisions.

•	 Ethical mapping of the employee journey, identifying risks and reinforcing 

cultural strengths.

These mechanisms not only support transparency and accountability but also help 

build a culture where integrity is proactively cultivated through education, dialogue, 

and early intervention.
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Respect Is Non-Negotiable: The Braskem Case

As a leader in the chemical and petrochemical industry, Braskem operates in a high-

risk environment where safety is not just a value; it’s a fundamental condition for 

operations. The principle that “Safety is non-negotiable” has long been embedded in 

the company’s DNA, ensuring that every employee returns home as they arrived.

In 2022, this mindset expanded with the launch of the “Respect Is Non-Negotiable” 

program, a cultural pillar centered on inclusion, respect, and integrity. The initiative 

was grounded in the belief that true safety is bound together with mutual respect, 

and that integrity must be consistently demonstrated across all relationships and 

levels of the organisation.

The program strategically aligned HR and Compliance efforts, driving initiatives such 

as dialogue circles with affinity groups, ethics training based on real-life dilemmas, 

and the strengthening of the Ethics Line as a trusted channel for accountability. 

The willingness to address sensitive issues and make difficult, sometimes unpopular 

decisions (including holding individuals accountable for misaligned behaviour) was 

key to proving that the commitment to respect and integrity was real.

The results were significant. In just two years, Braskem saw a 26% increase in 

employee survey scores related to respect, inclusion, and belonging. More than 

a statistical gain, this reflected tangible improvements in employee experience. 

Qualitative data pointed to greater sense of psychological safety, fewer 

discriminatory incidents, and increased trust in leadership to navigate ethical 

challenges. Employees reported feeling more comfortable expressing their opinions 

and participating in discussions, regardless of identity or position.

Additionally, there was a 22% increase in qualified use of the Ethics Line, with more 

contextualized, well-founded reports. This shift reflected not only greater trust 

in the system, but also a step forward in the organisation’s ethical maturity, with 

employees more aware of their rights, responsibilities, and the active role they play 

in shaping a respectful workplace.

These outcomes were not the result of isolated actions, but of a sustained, 

collective effort. The program demonstrated that integrity is built through listening, 

courage, and consistency; and that when respect is truly lived, it transforms culture 

and strengthens the organisation from within.

Integrity Begins with Courage and Grows with Consistency

Integrity starts with the courage to ask uncomfortable questions, to challenge 

contradictions, and to act in alignment with values — even when it means stepping 

out of the comfort zone. It grows stronger when these actions are welcomed, 

thoughtfully reflected upon, and translated into consistent decisions. More than 

a declared value, integrity is a strategic and daily choice, lived by individuals, 

modeled by leaders, and amplified by cultures that don’t just talk about values, but 

demonstrate them in every decision, process, and relationship.

In a world where trust is increasingly rare, organisations that practice integrity with 

courage and consistency don’t just stand out — they set the standards. Because in 

the end, a company’s reputation is shaped not by what it claims, but by the choices 

it makes when no one is watching.
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EFFECTIVE INTEGRATED 
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Gennaro Mallardo    

Gennaro Mallardo is currently Head of Business Integrity 

Compliance and Secretary of the Supervisory Body at Eni S.p.A., 

where he is responsible for the prevention of compliance risks, 

with a particular focus on anti-corruption, anti-money laundering, 

corporate liability and human rights.

Within Eni, he has also provided legal support to the downstream 

operational units engaged in the logistics, and sale of fuel, gas 

and electricity assisting in both judicial and extrajudicial matters 

in the civil and administrative law fields.

Previously, he gained substantial experience in antitrust and 

regulatory matters through a long-standing collaboration with 

the law firm Cleary, Gottlieb, Steen & Hamilton.

He holds a Law Degree and a Ph.D. in Public Services Law from 

the University of Pisa and earned an LL.M. from the University 

of Chicago, with a focus on antitrust and the law of regulated 

industries.
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KEY ELEMENTS OF AN EFFECTIVE 

INTEGRATED COMPLIANCE 

SYSTEM 

Compliance as a foundation for building a culture of integrity

Compliance refers to the set of rules, procedures, and practices that enable an 

organisation to meet legal and regulatory requirements. In a corporate setting, it 

ensures that the company avoids legal penalties, reputational harm, and financial 

losses by adhering to formal obligations.

However, compliance alone does not equate to ethical behaviour. While it 

represents the minimum standard for lawful operation, ethics goes further, guiding 

individuals to do what is right, even in the absence of explicit rules. In addition: 

there are always new phenomena and developments for which there is often no 

law yet. Sometimes you have to take a position as a company anyway (based 

on your mission and values). At Eni for example we decided to adopt a policy on 

the elimination of violence and harassment in the world of work even before Italy 

ratified the ILO Violence and Harassment Convention, 2019 (No. 190).

In this sense, compliance is not an end in itself but a starting point: it lays the 

groundwork for a culture where rules are integrated with values. The goal is to evolve 

from a system based solely on control to one rooted in shared responsibility and integrity.

From this perspective, compliance represents the foundation upon which a solid 

ethical culture can be built within an organisation. Through control systems, codes 

of conduct, and transparent procedures, compliance creates an environment 

where correct behaviours are recognized and encouraged. It is precisely from this 

regulated and aware foundation that an authentic ethical culture can grow, one in 

which values are not only declared, but lived daily at every level of the organisation. 

The key elements of an effective integrated compliance 

system

For an ethical culture to truly take root and translate into tangible behaviours, 

the first essential step is to establish a robust and integrated compliance system. 

Building such a system is no easy task: it demands a structured and cross-

functional approach and the agility to adapt to an ever-evolving regulatory and 

operational landscape.
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Let us now explore the key components that define an effective and operationally 

sound compliance system.

One of the core elements of an integrated compliance framework is the adoption 

of shared methodologies and operational solutions for the design of models and 

controls. This approach ensures consistency across all compliance areas and helps 

prevent a fragmented, siloed structure.

The compliance program does not have to be a “paper program”, and it shouldn’t be 

a mere declaration of intent. The compliance program must be an integral part of the 

culture of each person who works in and for society. For this reason, equally important 

is fostering a strong compliance culture across all corporate levels. The compliance 

function plays a key role by maintaining open dialogue with business units, identifying 

training needs, and promoting targeted communication initiatives. Training and 

communication should be structured in phases: developing a scalable training model, 

planning activities, monitoring implementation and participation, and identifying 

follow-up actions. The training model should address different levels of depth - basic, 

advanced, and ultra-advanced - based on roles and risk exposure and be supported 

by HR in identifying target audiences. Effectiveness is measured through indicators 

such as participation rates, training completion, and satisfaction levels. Insights from 

these evaluations inform improvements to training content and delivery. 

Ultimately, a strong compliance culture, supported by structured monitoring and 

performance evaluation, ensures that compliance becomes an integral part of the 

company’s values and operations.

A practical experience: the Anti-Corruption Compliance 

Program of Eni S.p.A.

A concrete example of how these principles are put into operational practice is Eni’s 

Anti-Corruption Compliance Program (“Compliance Program”), a robust system of 

rules and controls designed to prevent corruption and money laundering within Eni 

S.p.A. and its subsidiaries.

The actual Compliance Program, as currently set, has been designed and 

developed since 2009, and it is rooted in the current national and supranational 

regulations concerning corruption and money laundering, and, within Eni, is 

embodied, from a regulatory point of view, in an Anti-Corruption Policy as well as in 

other detailed regulatory instruments which constitute the reference framework for 

identifying activities at risk and the control instruments that Eni makes available to 

its people to prevent and combat the risk of corruption and money laundering. 

Moreover, the Compliance Program is built on the fundamental values expressed in 

the Eni1 Code of Ethics, such as integrity, protection of human rights, transparency, 

promotion of sustainable development, operational excellence, innovation, and 

collaboration.

1 Eni is a global energy company engaged in the exploration, development and extraction of natural gas 

and oil, power generation from traditional and renewable sources, refining and chemicals. Sustainability 

goals permeate the business at every level.
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The Compliance Program, in line with the main relevant guidance, best practices, 

and ISO Standards 37301 and 37001, is composed of the following main elements:

•	 Top Level Commitment: The approval of the Anti-Corruption Policy by Eni 

SpA’s Board of Directors demonstrates senior management’s commitment to 

the Compliance Program and adherence to anti-corruption and anti-money 

laundering laws.

•	 Risk Assessment: The Compliance Program follows a risk-based approach, with 

a structured process to identify, assess, and monitor corruption and money 

laundering risks. Specific regulatory instruments and control measures are 

applied to each risk-prone activity and are regularly updated.

•	 Principles, Procedures, and Controls: Eni has defined ethical principles, 

procedures, and controls to prevent corruption and money laundering in 

identified risk areas. These align with the Code of Ethics, Model 231, and other 

anti-corruption instruments.

•	 Anti-Corruption and AML Compliance Function: A dedicated function has been 

established with appropriate authority, independence, and resources. It is part 

of the Integrated Compliance Function and reports directly to the CEO.

•	 Due Diligence and Contractual Safeguards: Eni conducts pre-engagement 

risk based due diligence and includes specific integrity clauses in contracts to 

mitigate third-party risks. 

In 2023, Eni established the Integrity Due Diligence Competence Center 

(“Competence Center”) within the Integrated Compliance Department, with the 

objective of enhancing the efficiency and effectiveness of its anti-corruption and 

anti-money laundering due diligence processes.

The Competence Center is responsible for conducting due diligence checks 

on counterparties, providing operational support to Eni’s departments and 

subsidiaries, ensuring robust management of the due diligence process, and 

fostering synergies through a cross-functional approach on controls implemented 

across the organisation. Specifically, the Competence Center leverages a digital 

platform, “DD4Eni”, powered by IT systems and artificial intelligence, which enables 

employees to manage the entire process end-to-end, automating controls and 

workflows in full alignment with internal regulations.

•	 Training and Communication: For an effective implementation of the Anti-

Corruption Compliance Program, it is essential that the rules established by it 

are adequately communicated to personnel through messaging, training and 

periodic updating activities. 
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Mandatory training and awareness programs are provided to Eni personnel and 

to third parties, based on risk. In particular, Eni defines a training program that 

includes online courses (e-learning) with possible tests to verify understanding and 

classroom learning events. Training is delivered in different formats and on a regular 

basis, based on the role and risk exposure of Eni employees. To make the training 

experience more engaging and practical, an interactive format based on practical 

cases with multiple choice questions and on dynamics of the game, is used to test 

the level of understanding of the topics covered and stimulate classroom discussion 

on issues of interest to the reality being trained.

•	 Reporting of Violations and Remedies: Confidential channels are in place 

for reporting violations, with protections for whistleblowers and sanctions for 

misconduct.

•	 Monitoring and Continuous Improvement: The Compliance Program is subject 

to periodic second and third-level monitoring and it is regularly reviewed to 

ensure effectiveness and alignment with evolving laws and best practices. 

Through the periodic monitoring, the Compliance has been able for instance 

to change and optimize the internal flows for the anticorruption due diligence 

process and the training formats. According to our experience, the monitoring 

is a very powerful tool for the compliance to assess and measure the level of 

awareness in the company.  

Moreover, the Compliance Program is not only a clear example of how core 

principles are translated into operational practice, but today, at Eni, it also serves 

as a model and source of inspiration for emerging areas of compliance, such as 

human rights.

This new area was formally recognized at Eni in 2023 and has been integrated into 

the company’s methodological and governance framework. This development 

reflects a broader regulatory shift in recent years, moving away from soft law 

toward binding human rights regulations.

Human rights compliance exemplifies how a mature compliance function can 

extend its reach, applying its core principles - such as risk-based approaches, 

monitoring, training, and accountability - to new and complex areas.

The integration of anti-corruption and human rights compliance is not only 

strategic but also practical: it enhances the overall effectiveness of the system 

and fosters a corporate culture grounded in integrity, accountability, and respect 

for individuals. In this sense, compliance is no longer merely a set of rules to follow, 

but a driver of sustainable change, guiding the company toward more ethical and 

responsible management.
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ETHICS AND VALUES AT THE 

CENTRE OF RISK LEADERSHIP

Hermoine Manuel  

Hermoine Manuel serves as a member of the Senior Management Team at Damen 

Shipyards Cape Town, where she holds the position of Manager: QHSSE and 

Compliance, and also fulfils the role of Manager: Projects and Proposals, ad interim. 

With over 18 years of experience in the maritime industry, Hermoine has held 

various leadership roles across Quality, Occupational Health and Safety, and 

Environmental Management, with a strong focus on ISO standards 9001, 14001, 

and 45001. She holds a background in Industrial Engineering and is a graduate 

of the Postgraduate Diploma in Executive Maritime Management from the 

World Maritime University (WMU) in Sweden.

Hermoine serves as a Board Member of WISTA South Africa and sits on the 

Advisory Board of The African Forum for Responsible Inventions and Innovation 

(TAFRII). Additionally, she co-chairs the Environmental Committee of WISTA 

International, which promotes initiatives on sustainability and maritime 

decarbonisation through knowledge-sharing and awareness campaigns. She 

is also a member of South Africa’s Task Force for the GEF-UNDP-IMO Global 

Partnership for the Mitigation of Underwater Noise from Shipping (GloNoise).

Phiwe Ngcobo    

Phiwe Ngcobo serves as the Legal, Risk & Compliance Executive at AMSOL, 

accountable for contracting, legal advisory, insurance, risk management and 

the Safety, Health, Environment & Quality function in the business. She is an 

admitted attorney of the High Court of South Africa and holds an LL.B (2012) 

and an LL.M in Maritime Law (2013) from the University of KwaZulu-Natal, as 

well as an M.Sc. in Maritime Law and Policy (2014) from the World Maritime 

University, Sweden where she was a full scholarship recipient.

Prior to joining AMSOL in 2020 as Legal Advisor, she worked at Sandock Austral 

(previously SA Shipyards) as Legal & Compliance Officer, and at Cox Yeats 

Attorneys where she completed her articles and was appointed Associate in 

the Marine, Insurance & International Trade Team. At AMSOL, she progressed 

from Legal Advisor to Legal, Risk & Insurance Manager, and was subsequently 

promoted to her current role as Legal, Risk & Compliance Executive. She also 

served as Company Secretary for the AMSOL group companies prior thereto. 

She is a member of the Maritime Law Association of South Africa.
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CENTRE OF RISK LEADERSHIP 

Many organisations that operate within the maritime sector, both locally and 

internationally, are subjected to a plethora of stringent standards and regulations by 

mere virtue of the safety of their people, operations and the environment. Therefore, 

one is prone to believe that in a heavily regulated sector, there is sufficient protection 

against risks. Yet history tells a different story. From oil spills to crew-change crises 

to vessel operational failures, the events that erode trust are rarely the result of a 

missing law or regulation but sometimes stem from decisions taken in the grey zones 

where regulations are silent, fragmented, or in conflict with one another.

It is here that an organisation’s primary ethics and values begin to emerge as 

the true compass of risk leadership and management. They guide choices that 

cannot always be referred to compliance manuals and they anchor legitimacy 

in the eyes of an organisation’s stakeholders. The maritime sector, operating in 

complex jurisdictions with diverse crews, time-sensitive ship building and repair, 

and environmentally sensitive waters, is an industry where the law is necessary but 

at times not sufficient. Ethics and values provide the consistency that transforms 

risk management from loss avoidance into trust building.

Ethics as the Compass of Risk Leadership

It’s impossible for any organisation to operate without facing any risks whether they 

are in the form of financial, environmental, socio economic, human or technological 

concerns. Therefore, at its core, risk leadership and management must go beyond 

protecting against financial or operational loss and reinforce legitimacy. This 

becomes critical, where an organisation is a high performer and pressures mount. 

Integrity, accountability, and transparency act as the steady bearings that enable 

leaders to navigate uncertainty. In maritime, where vessels are built for different 

operations, registered under different flags, carry multinational crews and travel 

across jurisdictions with varying enforcement, ethical leadership provides a 

common denominator by creating trust between the various stakeholders i.e. 

shipowners, crew, regulators etc. 

The COVID-19 disruptions in early 2020 highlighted the delicate balance between 

commercial obligations and ethical responsibility in maritime operations. 

Amid lockdowns, shipowners faced the challenge of meeting contracts while 

safeguarding crews. Shipyards had to find ways to continue their newbuilds 

while adhering to social distance protocols. While some deferred responsibility 

or imposed forced leave, others absorbed costs to repatriate seafarers, support 

mental health, and uphold fair contracts. These actions went beyond compliance, 
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demonstrating ethical leadership under pressure. The reputational value of 

such decisions endures, reminding us that trust is built not in boardrooms, but in 

moments of crisis...

Another example is a company’s choice to disclose safety incidents or pollution 

breaches. In terms of ISO 14001, the International Convention for the Protection 

of Pollution from Ships (MARPOL) and the International Safety Management 

Code (ISM), shipyards and shipowners are obliged to report pollution incidents or 

establish reporting systems that ensure that accidents and hazardous situations 

are recorded, investigated and managed through mitigating measures. However, 

despite this legal duty, it is not always implemented across jurisdictions, with some 

opting for non-disclosure or silence. It is under such circumstances where the 

presence of ethical leadership is crucial as it limits the possibility of such a culture 

being established. Ethical leadership does not view transparency as a cost, but 

as a duty that preserves trust, protects seafarers and strengthens the company’s 

credibility in the eyes of its employees, clients, regulators, Flag, Classification 

Societies, H&M and P&I insurers and underwriters and the public.

When ethics guide decision-making, we observed how risk leadership shifts from 

reactive to proactive compliance. Ethics are quite literally, the compass when the 

charts run out.

Sustainability as a Culture Influencer 

South Africa’s maritime sustainability efforts are shaping cultural identity, 

strengthening community resilience, and guiding economic strategy. With over 

2,800 km of coastline and access to three oceans, the maritime sector serves as 

both a cultural foundation and a key driver of national growth

As a proud maritime nation, South Africa has an objective of regaining its seat at 

the IMO Council. It’s active participation in IMO sessions and technical discussions, 

such as those on Underwater Radiated Noise (URN) mitigation, underlines its 

commitment to global maritime standards and sustainability.

When nations demonstrate commitment to maritime sustainability, it inspires 

organisations to explore their own contributions and accelerate the adoption of 

innovative solutions. We see that organisations are increasingly mindful of their 

environmental impact in vessel design and construction, (e.g., quieter propulsion 

to help address URN), while shipowners are actively pursuing solutions to address 

unsustainable fleet operations. When an organisation commits to sustainability, it 

inspires employees to adopt more responsible habits, creating a ripple effect from 

policy to practice.

Irene et al. (2024) conducted research which shows that individuals are more 

likely to adopt environmentally responsible behaviours when these align with their 

community’s shared values and identity. It therefore follows that an organisation’s 

values, when in alignment with the greater good beyond the doors of the building, 

could create a sense of community which enables sustainable practices on an 

individual level.  
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Another example is that of the efforts to protect underwater and coastal heritage—

such as shipwrecks and traditional fishing practices—which highlight the deep 

cultural ties to the ocean and the need for inclusive governance.

South Africa’s maritime sustainability efforts reflect a growing alignment between 

environmental responsibility, cultural preservation, and ethical leadership. From its 

strategic engagement at the IMO to innovations in vessel design and community-

driven conservation, the country is demonstrating how sustainability can be 

embedded across sectors and scales. When national policy, organisational values, 

and individual behaviours come together, they create a culture of accountability 

and resilience. 

Governance and Leadership Integrity

Governance is often seen as the technical backbone of compliance within a 

company. It is here that we often witness a company ensuring full compliance with 

regulations pertaining to corporate, employment, environmental and governance 

regulations. However, governance must go beyond procedure to reflect lived 

ethics—companies should demonstrate how these values are actively applied in 

practice, especially in the maritime sector where cross-jurisdictional risks demand 

resilient leadership.  

South Africa’s maritime governance rests on a dual foundation comprised of both 

domestic legislation and international conventions. Domestically, laws such as 

the Merchant Shipping Act (1951, as amended), the Marine Pollution (Prevention of 

Pollution from Ships) Acts, the National Ports Act (2005), and the Carriage of Goods 

by Sea Act provide the statutory framework. Oversight is anchored in the South 

African Maritime Safety Authority (SAMSA) Act (1998), which establishes SAMSA as 

the regulator, which is responsible for safety, seaworthiness and protection of the 

marine environment. More recently, the Marine Pollution Prevention Amendment Bill 

(MPPPSA) has sought to give domestic legal force to MARPOL Annexes IV and VI, 

therefore expanding South Africa’s compliance to cover sewage and air emissions 

from ships. Together, these measures illustrate a governance system that blends 

statutory rules with international obligations.

Internationally, conventions such as MARPOL and the ISM Code impose duties 

that speak directly to leadership integrity. These codes require accidents, non-

conformities and hazardous situations to be reported, investigated and analyzed 

by a shipowner.  and show that disclosure is not a matter of convenience but 

a legal duty. Yet the true test of governance integrity is not in statutes but in 

conduct. For instance, a company that complies with MARPOL while concealing 

near misses or downplaying safety risks undermines trust. By contrast, one 

that goes beyond compliance by actively disclosing incidents and investing in 

environmental safeguards despite the cost thereof demonstrates that ethics 

remain at the centre of leadership’s decision-making process. This mirrors the 

principle set out in South Africa’s King IV Code, where the “apply and explain” 

standard required organisations not only adopt policies to show that they are 

compliant but to also live by them.
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With the introduction of King V, South Africa’s corporate governance framework 

is set to evolve further. Building on King IV’s “apply and explain” principle, King 

V places ethical culture at the forefront of governance outcomes—alongside 

performance, conformance, and legitimacy—emphasizing that governance is only 

effective when guided by ethics. It also acknowledges emerging technologies like 

AI, expanding the principle of information governance to include data protection 

and cybersecurity. From the Maersk cyberattack to the rise of digital oversight tools, 

King V highlights that resilience depends not only on technology but on transparent, 

ethical leadership. Without this, governance risks becoming a checklist rather than 

a cultural foundation.

Ultimately, governance in the South African maritime sector is strongest when 

law, technology and ethics converge. Leadership integrity is decisive as senior 

managers set the standard not through what they publish but through what they 

embody, and trust is created when compliance is lived rather than proclaimed. 

The journey, however, is not a fixed destination but a process of continuous 

improvement. To stay future-ready, companies must strengthen governance with 

systems that ensure meaningful sustainability oversight, rooted in strong values and 

a positive corporate culture.

Conclusion

Ethics and values are not an optional layer on top of risk management; they 

are its centre of gravity. They turn risk leadership into trust-building, transform 

sustainability into strategy and exemplify governance with integrity. In a sector as 

facetted as that of maritime, this alignment is a necessity. 

The true question for leaders in this sector is therefore not only: “Are we compliant?” 

but rather, “Will our decisions be judged as ethical when the rules fall silent?”. In the 

end, it is ethics and values, not regulations alone, that provide the bearings for risk 

leadership in uncertain moments.  
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THE ROLE OF INTEGRITY IN THE LEADER TO 

GUARANTEE THE PSYCHOLOGICAL SAFETY
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Sonia Garcia Navasquillo, legal & compliance specialist, mediator and inter-cultural 

coach, based in the Netherlands (owner of Bridges to Solutions). LL.M in International 

Business Law, she obtained her Diploma Programme in Customs and Supply Chain 

Compliance at Rotterdam School of Management in 2019 and in 2022 she qualified as 

compliance professional at the International Compliance Association in Governance, 

Risk and Compliance. She is since 2024 an appointed mediator for Latin- America at 

the Singapore International Mediation Centre (SIMC) and she obtained her iPEC coach 

diploma in March 2025.

Sonia is dynamic, entrepreneurial with a constructive state of mind and she realizes how 

important it is to inspire organisations and leaders to build bridges, stay compliant and 

look at business as opportunities, knowing that the best asset of a company are the 

employees. She believes that values, ethics and principles are fundamental elements to 

influence Corporate Governance towards a more sustainable world.

Sonia’s most important values are integrity, honesty, trust, humor and perseverance. 

Her personal brand (Bridges to Solutions) aims to integrate compliance, mediation 

and coaching to promote ethical behaviour, improve communication, resolve conflicts 

and support individuals or organisations in complying with legal, international and 

local standards and personal development of the employees. At Bridges to Solutions, 

I help organisations to navigate the complex world of ethics, compliance and conflict 

resolution as well as to build trust within the culture and values of an organisation. From 

designing practical compliance systems to delivering expert mediation and personalized 

coaching, I turn challenges into growth opportunities — for both the business and the 

people-- to transform setbacks into sustainable success.

Gabriela Gutierrez

Gabriela is an experienced Ethics & Compliance leader and currently serves as Group 

Head of Ethics & Compliance at VEON, a multinational telecom company headquartered 

in the Netherlands. She oversees the global Ethics & Compliance program, including 

Investigations and Anti-Money Laundering (AML). With over 20 years in banking, mining, 

extractives, and technology, she is known for building practical, risk-based compliance 

programs that support sustainable business operations. Gabriela has held leadership 

roles in Chile and the Netherlands, bringing a strong global perspective to her work. 

Her expertise spans anti-corruption, third-party risk, AML, M&A due diligence, and 

compliance training — particularly in high-risk, fast-evolving markets. She has held senior 

roles at Just Eat Takeaway.com, BHP, Deutsche Bank, and Citibank. She is a Certified 

Public Accountant and Auditor, holds master’s degrees in business law and Humanities 

from Universidad Adolfo Ibáñez in Chile, and has completed executive programs at 

George Washington University and Yale School of Management. Gabriela sees ethics 

and compliance as enablers of sound decision-making and long-term resilience. As 

co-founder of EthicaHub, she wholeheartedly promotes ethical leadership and supports 

future leaders who want to drive meaningful, integrity-led change.
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THE ROLE OF INTEGRITY IN THE 

LEADER TO GUARANTEE THE 

PSYCHOLOGICAL SAFETY 

There is a direct and meaningful connection between a leader who values integrity 

and the level of psychological safety experienced in the workplace. Leaders who 

consistently demonstrate integrity play a crucial role in fostering this safety by 

creating a stable, transparent, and trustworthy environment. In such settings, 

individuals feel secure enough to speak up, take interpersonal risks, admit mistakes, 

and collaborate authentically without fear of judgment or retaliation.

Integrity plays a crucial role in ensuring psychological safety in the workplace, which 

directly influences employee engagement, retention, and productivity. Without 

integrity, psychological safety risks can become superficial - or even manipulative 

-, where people are encouraged to speak up but face retaliation for doing so. In 

those cases, trust is broken, and safety evaporates. Psychological safety is not about 

comfort, it’s about courage. And courage flourishes only where integrity is the soil. 

By anchoring safety in principled actions and values, leaders and teams can create 

workplaces where honesty, innovation, and trust can truly thrive.

Harvard professor Amy Edmondson defines psychological safety  as a team climate 

in which individuals feel safe to take interpersonal risks. This includes speaking up 

with ideas, asking questions, admitting mistakes, or expressing concerns—without 

fear of embarrassment, punishment, or retribution. In such an environment, team 

members are more likely to engage honestly, contribute fully, and collaborate 

openly, knowing that their input will be respected rather than penalized.

Integrity as a Core Leadership Value

When leaders act with integrity, they align their actions with their values, principles, 

and moral convictions. For leaders, this means being honest, transparent, and 

ethical indecision-making. This is where a leader connects organisational goals 

with employee well-being and broader social responsibility of the organisation.

Leaders may be tempted to compromise values for expediency or self-interest. 

That’s why integrity requires courage—the willingness to make difficult choices and 

to stand alone, if necessary, for what is right.
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The cost of implementing integrity

In the corporate world, although it may not always seem so, acting with integrity is 

not always the most profitable option. In some cases, it can mean losing contracts, 

forgoing business opportunities, and even causing conflict among decision-makers 

within the organisation. However, there are moments when speaking up becomes a 

pivotal turning point in an organisation’s culture.

Leaders must be self-aware of thei core values and ensure that their actions 

consistently reflect those values. When things don’t go as planned and mistakes 

are made, transparency is the best approach. Communicating actions or decisions 

when a leader is wrong and accept the accountability is a way to encourage others 

to do the same thing.

Listening to employees—their concerns and needs—is a key step toward building 

trust. This is leading by example, and the model leaders expect employees to follow. 

When employees see a leader demonstrate humility and take responsibility, they 

are more likely to feel safe speaking up without fear of retaliation.

It requires significant time, careful thought, and reflection, but it is ultimately worthwhile 

to identify an approach that is both realistic and feasible for the organisation.

Why integrity contributes to psychological safety

Argument 1: Integrity Builds Trust, the Foundation of Psychological Safety

Trust is a core dimension of psychological safety . When team members perceive 

their leader as honest, principled, and dependable, they are more likely to voice 

concerns, share ideas, and take interpersonal risks without fear of embarrassment 

or punishment. This foundation of trust empowers open communication and 

stronger collaboration.

One of the most effective ways leaders build this trust is by modelling vulnerability 

and accountability. When a leader openly admits mistakes and consistently 

honours their commitments, they send a clear message: integrity matters. This 

behaviour sets the tone for the team, encouraging others to act with honesty and 

take responsibility without fear.

Leaders who consistently act in line with their values reinforce that sense of safety 

and predictability. Their integrity reduces ambiguity and creates a stable environment 

where people know what to expect. In such a culture, trust isn’t just encouraged—it 

becomes a shared standard that drives both relationships and results.

Argument 2: Consistency is a cornerstone of psychological safety in the workplace.

When leaders demonstrate emotional and behavioural consistency, they create 

an environment that feels stable, predictable, and safe. This allows team members 

to anticipate responses, reducing anxiety and enabling them to take interpersonal 

risks, such as speaking up, admitting mistakes, or offering new ideas without fear 

of unpredictable backlash. In contrast, erratic or emotionally volatile leadership 

introduces uncertainty, which can undermine trust and foster fear. Research 

consistently shows that inconsistent leadership behaviours such as passive-

aggressive communication or shifting expectations can significantly erode team 

cohesion and psychological safety.
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Argument 3: Ethical Leadership Encourages Open Communication

Leaders of integrity typically practice ethical leadership which translates in 

promoting open communication where employees feel comfortable expressing 

their ideas, concerns, or mistakes without fear of retaliation. This trust leads to 

stronger relationships and a more cohesive team.

Open communication helps ensure that everyone is aware of organisational values 

and ethical standards. When leaders model ethical behaviour and invite dialogue, 

employees are more likely to speak up about unethical practices, report issues, and 

hold each other accountable, creating a culture of responsibility and integrity.

Argument 4: Values-Driven Leadership Fosters Inclusion and Psychological Safety

Psychological safety thrives in environments where inclusive behaviour is the norm, 

where leaders consistently show respect for all team members and affirm that 

every voice counts. Leaders who are guided by strong values and ethical principles 

are more likely to build cultures of inclusion, where diverse perspectives are not only 

welcomed but actively safeguarded. 

This kind of leadership reduces key social threats such as exclusion, 

embarrassment, and shame which are among the greatest barriers to 

psychological safety in the workplace.

Argument 5: Predictability Reduces Cognitive Load and Anxiety

Predictability helps by Creating a sense of control and minimizing surprises which 

reduces stress. Predictable environments signal “no danger,” calming the amygdala 

(the brain’s fear center).

Leaders of integrity help reduce this psychological noise by demonstrating 

transparency, consistency, and steadiness in their actions. This reliability frees up 

cognitive capacity for innovation, teamwork, and meaningful performance. When 

leadership is predictable and grounded in values, fear-based vigilance decreases 

— creating the space necessary for safer experimentation and growth.
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Final Thought

To truly measure a leader’s impact, it’s not enough to assess profits, KPIs, or 

short-term outcomes; one must also  consider how freely their people speak up, 

challenge ideas, admit mistakes, and contribute authentically. That is the real test 

of integrity in action. Leaders who demonstrate integrity, act with consistency, 

and lead with emotional and behavioural predictability become trusted anchors 

within team dynamics. They cultivate environments where psychological safety is 

not just encouraged but embedded in the culture—where dialogue is open, fear is 

disarmed, and respect is practiced, not just preached.

This kind of leadership doesn’t simply drive better results—it builds the foundation 

for long-term organisational health. It creates cultures where trust endures, 

collaboration deepens, and people are empowered to grow, adapt, and lead 

with integrity themselves. In a world that increasingly demands both ethical 

accountability and innovation, this is the kind of leadership that truly endures.
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I am proud to be part of a 
company whose values are 
based on integrity, respect,  
and responsible conduct.
This also includes taking  
ethical considerations into 
account, because we must 
always do what’s right,  
even when it’s difficult.
 

Hanno Kunkel  
Chief Compliance Officer of Siemens AG
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