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Building transformative leadership and transformational governance around the world
through ethical decision making and inclusive organizational culture, this article opens up
perspectives. In today's world, where technology is changing rapidly and the gap between the rich and
the poor is increasing, leaders increasingly realise the limitations of existing leadership and
governance to resolve deep seated ethical and social challenges. Transformational leadership,
includes change by vision, ethics, and motivation of people, helps to re-orient the institutions towards
more responsible and sustainable outcomes. Transformative leadership can help shape long term
strategies that balance performance with ethical and social responsibility. And when they are aligned
with strategic governance providing guidance, accountability, and oversight at the institutional level, they can
achieve transformative goals. According to the article’s interpretation, ethical decision making is not merely a
checklist or set of clear rules and regulations to be followed. Rather, it is an ongoing process that is situated in
both the structures and systems of organizations, their leadership practices and the daily activities and exchanges
between staff and volunteers. This article examines how a culture of inclusion where diversity is truly valued
and all voices are heard creates the conditions through which ethical choices emerge collaboratively instead of
being imposed hierarchically. Utilizing global insights and perspectives, the article highlights nuances in
interpretation and enactment of ethics, authority, and inclusion across cultures, making a case for context
sensitive yet principled leadership. In conclusion, the article suggests practical measures to enable institutions,
policymakers, and practitioners to stimulate leadership and governance models which are innovative and
strategic, on the one hand, and ethical and inclusive, on the other hand, that result in more just and resilient
organisations across the globe.
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1. Introduction

Shifts are happening in the global world of
organizations and institutions, driven by
technological disruption, socioeconomic inequality
and changing accountability and social
responsibility expectations. In an ever-changing
environment, we are not only demanding smarter,
more efficient and innovative leadership and
governance solutions but also integrity,
inclusiveness and ethics. In this paper we aim to
connect theoretical insights into transformative
leadership and strategic governance with practical
issues of ethical conduct and inclusion and thus, to
offer a conceptual and normative framework for
re-thinking the meaning of leadership and
governance across a wide variety of organizational
settings all over the world.

1.1 Background and Context

Over the past few decades, increasing
recognition has emerged among organizations in
almost all sectors business, education, healthcare
and public administration towards the inadequacy
of the transactional. Models that focus on the
control capacity, short term performance, and
hierarchy authority tend to fail to provide deep
solutions to justice, equity, sustainability, and the
like. Amidst these developments, high profile
governance failures, ethical scandals, and public
distrust exposed a deeply embedded fragility of
institutional systems devoid of sound ethical
principles and inclusive participation. In light of
these shifting approaches, we have emerged with
key ideas such as transformative leadership and
strategic governance. These tools have been
reframing leadership as a force for moral and
social transformation rather. Fortunately,
organizations face mounting pressures from the
rising discourse on diversity, equity, and inclusion
(DEI) in their re-examining of how cultures are
constructed, which voices are cantered, and how
power is distributed. The combined changes in
technology, ethics, culture, and institutions creates
a powerful context to examine how leadership,
governance and culture can be re-imagined in
ways that are responsive to today’s global
realities.

1.2 Problem Statement and Rationale

While ethical leadership and the value of
inclusive cultures have assumed growing
prominence, many organizations, nevertheless,
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continue to grapple with the gap between
espoused values and practice. Integrity,
sustainability, and inclusion declarations often go
hand-in-hand with obscure decision making,
unequal power structures, and exclusionary
norms that delineate allies and enemies. The
complex global challenges brought on by climate
change, digital transformation, and social
polarization cannot be taken on by the ability of
institutions to adapt if they are faced with distrust.
Failure to have policies formulated is certainly a
problem but the more serious issue relates to a
culture and structure that ban transparency,
discourage dissenting views, and privilege the
powerful. Organizations of the future will need
transformative leadership, strategic governance,
inclusive cultures not as optional enhancements
but as essential conditions for building resilient,
adaptive, ethically responsible organizations. The
aim of this inquiry is to show how these three
dimensions can be integrated into practice in
organizations through ethical reasoning and
participation so that leadership and governance
are genuinely transformative rather than merely
symbolic or performative.

1.3 Research Questions and Objectives

The article uses an interconnected set of
research questions aimed at understanding how
transformative leadership, strategic governance,
ethical decision making, and global inclusive
organizational cultures are related to each other.
Leadership practices that instill the values of
justice, fairness, and human dignity can affect
governance decisions. How do inclusive cultures
impact the application of ethical governance
frameworks in different cultural and institutional
contexts? What are the enablers and barriers to
embedding ethical decision making in leadership
and governance? In order to answer these
questions, theory and practice must be involved in
clarifying how values, structures and behaviors
are linked in organizations. The study seeks to
build a conceptual framework linking
transformative leadership with ethical governance
and inclusion drawing on empirical and case-
based examples from South Africa, Europe, Asia
and the Americas. It also seeks to put these in the
context of action plans for institutions wishing to
develop models of ethical governance and
inclusion that could be socially responsible and
genuinely-inclusive. Thus, the article hopes to
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make a theoretical contribution to the academic
discussion on leadership and governance while
providing practical guidance.

1.4 Scope and Global Relevance

This article is relevant to various nations and
cultural settings because it addresses
contemporary global challenges of governance and
leadership. The study focused on transformative
leadership and strategic governance from a
corporation, public institution, educational
organization, and non-governmental perspective.
This emphasizes how ethical norms, power
structures, and inclusion differ in cultures. The
analysis makes use of numerous and different
examples in order to point out similarities rather
than pointing out differences as it does not take
place in one place or legal order. An international
perspective is important since many of the ethical
governance issues such as labor rights,
environmental sustainability, digital surveillance
and social inequality are global and require
transnational cooperation and shared standards.
According to this piece, however, global
architectures will need to be suitably adjusted
against local realities. For instance, what is
considered ethical or inclusive may be contested
or differently construed in other contexts.
Through this global-local engagement, the paper
seeks to demonstrate the importance of
transformative  leadership and  strategic
governance, globally and locally, along with the
nature of leadership and governance practices
which must be ethically principled and culture
smart.

2. Conceptual Foundations

The article is based on the concepts of
developmentleadership, strategic governance, and
ethical decision making, and organizational
inclusive cultures. These constructs collectively
represent a theoretical architecture for leadership
and governance in organizations today. The
framework states thatleadership is nota technical
competence set nor is government a mechanistic
control system. Leadership and governance are
not just rational-legal phenomena they are value
driven and socially embedded processes. In
facilitating ethical decision-making processes,
moral reasoning and accountability are essential
tools while inclusion organizational culture
ensures that the processes enhance embedding.
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This section offers a coherent conceptual basis for
transformative  leadership and  strategic
governance that can be meaningfully fostered
through ethical and inclusive practices across the
globe. Theories in leadership, ethics, governance,
and organizational behaviors inspire this study.

2.1 Transformative Leadership
Transformational leadership is generally
accepted to be a leadership that, by dramatically
changing attitudes, values and behaviors, allows
for a more substantial alteration of things than
merely managing or optimizing within the existing
scope. The emphasis on vision, moral purpose,
empowerment, and the quest for followership as a
shared enterprise characterize it. Early
transformational and transformative leadership
theories focused on leaders’ visionary abilities and
capacity to intellectually stimulate followers and
provide individual consideration to followers,
leadership scholars with roots in this literature. As
the ideas evolved over time technology is
becoming important in Leadership. However,
technology not just for organizational
performance because it becomes more meaningful
when it contributes to man enhancement, social
justice, human dignity and collective well-being.
Transformation leadership has been adapted in a
global context to incorporate cultural differences
along with historical and rhetorical traditions. The
transformative nature of leaders largely depends
on the rules of the game regarding power,
collectivism and participation of that place.
Modern research often frames transformative
leadership as relational and contextualized, with
ongoing dialogue with the public sphere, power
clones and historical inequities. This development
highlights the importance of ethical reflection, self-
awareness, inclusiveness in the exercise of
leadership and transformative leaders as change
agents who are attentive to the world but also
intimately connected to concrete realities.

2.2 Strategic Governance

Strategic governance is referred to as the
complete arrangement of structures, processes
and relationships through which organizations set
direction, receive orientation, provide resources
and ensure accountability at a high level. Strategic
governance differs from operational governance
because of its focus on long term vision or mission,
risk, and oversight or stewardship of the integrity
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of the institution as a whole. Scholarly views about
governance from political science, economics and
organization theory revolve around the
distribution of power, the role of boards and
councils, and the way through which decisions are
legitimized and monitored. Complementary
perspectives on governance affecting
organizations are provided by agency theory,
stakeholder theory and institutional theory.

As organizations seek to be more ethical
and inclusive, strategic governance is defined
increasingly as a value laden process rather than a
technical exercise. According to this view, a
governance structure should have transparency,
fairness, participation and accountability in its
basic functions. Boards and the senior leadership
must navigate the challenging complexity of
contending with warring interests of various
stakeholders which include shareholders,
employees, community and society, global
uncertainties and the already complex ethical
dilemmas of the firm.

Theoretical work stresses how adaptive
organizations must regularly review their
strategies and oversight arrangements when
social, technological and ecological circumstances
change differently. Strategic governance improves
organizations’ capacity to design and implement
strategy, helping them shape a path to the future.

2.3 Ethical Decision-Making in Organizations
Decision making in organizations is
evaluated not only on technical criteria and short-
term results but rather on ethical and moral
dimensions and the social norms either involved
or affected. It requires reflective thinking about
just and unjust, fair and unfair. It also involves
consideration of how things affect different people
internally and externally. Making ethical decisions
is not easy mainly because they take place in times
of uncertainty, when we are under pressure and
when there are competing interests and when the
rules are unclear or missing. To achieve that
purpose, it needs both an understanding of ethical
theories (deontology, utilitarianism, virtue ethics)
and the ability to apply such theories to practical,
that is, context specific cases.
Ethical decision-making does not take place in
vacuum. Various factors influence ethical decisions
including leadership behaviors, organization
culture, regulatory environment, and power
struggle.
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When leaders talk the talk and walk the talk
- modelling integrity and transparency it creates
the norm for employees to raise ethical issues. In
contrast, a culture that values obedience and
conformity, or encourages the short term in order
to dissuade dissent. Consequently, ethical
decision-making is just not a cognitive act in
isolation, but a social and institutional process
characterized by how organizations design their
policies, reward systems and modes of
communication. In addition, the differences in
moral codes, legal systems and business
responsibilities across cultures create a global
complexity and, thus, a specific underlying
behavior of the firm. Itis important to understand
this complexity if we are to design governance and
leadership frameworks which direct decision
making ethically as part of an ongoing shared
practice rather than a crisis.

2.4 Inclusive Organizational Cultures

All people, no matter their background,
identity or status, feel that they respect, belong
and can contribute meaningfully to the life of the
organization. Diversity can refer to physical
differences such as sex, race, age, disability. The
term ‘"inclusion" refers to whether those
differences are viewed as valued, leveraged or
incorporated fairly in everyday activities.

Environments in which all people have
psychological  safety; free and open
communication; equitable access to scarce

resources and decision making; and there are no
structural inequalities. Diversity initiatives cannot
make all work environments naturally inclusive.
The way any organization operates will not be an
outcome of chance.

The inclusive organizational culture is
characterized by dimensions. Fairness and equity
refer to the open and impartial treatment of
people in recruitment, promotion, reward and
conflict resolution. Voice and participation refers
to the extent to which employees feel free to
express their views, challenge decisions and
influence outcomes without fear of reprisal. A
respectful, inclusive and welcoming culture is an
environment in which people feel accepted and
valued, and are free from discrimination or
microaggressions. The design of work
environments and technologies, as well as policies,
should be flexible and accessible in order to
accommodate diversity and differing life
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situations. Including employee engagement scores,
representation at various leadership levels,
grievance and complaint trends, feedback from
various employee groups, etc. as inclusiveness
indicators. When organizations employ the
mapping of these dimensions as well as indicators,
they will be able to measure their inclusive culture
strength. Consequently, they will also identify gaps
for future intervention. It invents enabling
conditions for ethical governance and
transformative leadership.

3. The Interplay of Transformative Leadership,
Governance, and Ethics

The relationship among transformative
leadership, governance, and ethics can be
conceptualized as a dynamic system where each
element interacts to shape organizational behavior
and outcomes. Transformative leadership (I..,.)
provides the moral and motivational energy for
change, governance (G) structures the institutional
mechanisms of accountability, and ethics (E) actas
the normative constraint that aligns decisions with
principles rather than mere expediency. A simple
representation of this interplay is:

0 = flLeas G E)

where (O) denotes organizational outcomes
such as performance, trust, and social impact. This
suggests that outcomes are not determined by any
single factor in isolation but by the interaction of
leadership, governance, and ethics. When these
elements are coherent and mutually reinforcing,
the resulting organizational behavior tends to be
more sustainable, responsible, and resilient.

3.1 Leadership as a Catalyst for Ethical
Decision-Making

Leadership can be modelled as an influence
function that modifies the probability that
individuals and teams will make ethical choices.
Let P(E,.. represent the probability of an ethical
decision in a given context. Leadership’s catalytic
effect can be expressed as:

PlEse) = Fy(Egee) + o Loy

where B, (E,..1is the baseline probability of

ethical decision-making in the absence of strong
leadership influence, L., captures the strength of
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ethical leadership (e.g, role-modelling,
tone-at-the-top, and supportive policies), and =is a
positive scaling coefficient reflecting the degree to
which leadership amplifies ethical behavior.
Transformative leaders increase Li.;by creating
psychological safety, embedding ethical reflection
into decision-making routines, and rewarding
integrity, thereby raising the overall likelihood
that choices will conform to ethical standards even
under pressure.

Global organizations must also account for
cultural mediation, where the same leadership
behavior may have different effects across
contexts. If ¢denotes cultural context (i), the
modified function becomes:

Fi(Egee ) = Fy(Ege) + oy Ly

Here, g reflects the context-specific
sensitivity of ethical responsiveness to leadership,
reminding scholars and practitioners that
leadership’s catalytic role is not uniform but
shaped by cultural norms and institutional
settings.

3.2 Governance Frameworks Aligned with
Ethical Values

Governance can be conceptualized as a
system of constraints and incentives that channel
power toward ethical ends. Let (V) represent the
set of ethical values guiding an organization (e.g.,
fairness, accountability, transparency).
Governance performance (., ) can be defined as
the degree to which these values are
operationalized into policies, structures, and
monitoring mechanisms:

18}

Gog = Zw_i- Y

j=1

where ¥is the extent to which value (j) is

embedded in governance (measured on a
normalized scale, e.g., 0-1), and w;is its relative

weight reflecting organizational priorities. Boards
and councils influence ¢6,,by setting policies,
overseeing risk, and reviewing performance
against ethical indicators.
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Table 1: Conceptual Framework Linking Leadership, Governance, and Ethics

. . . . . Role in Global
Dimension Core Definition Key Theoretical Foundation ..
Organizations
Leadership that . .
. . Drives vision,
Inspires empowerment, and
Transformative fundamental Transformational /Transformative p L
. . . ethical motivation
Leadership change in values, leadership theory :
A across diverse
attitudes, and .
. cultural settings
behaviours
Aligns
Institutional organizational
Strategic systems guiding Agency, stakeholder, and strategy with
Governance direction, risk, and institutional theory ethical, legal, and
accountability social
responsibility
Ensures that
Processes of choices balance
Ethical choosing actions Deontology, utilitarianism, virtue consequences,
Decision-Making consistent with ethics rules, and character
moral principles in complex global
contexts
Environment Su_p.port.s
. participation,
Inclusive where all o .
.. e Organizational culture and fairness, and
Organizational individuals feel ) . o . .
diversity-equity-inclusion shared ownership
Culture valued and able to .
. of ethical
contribute
governance
Furthermore, stakeholder inclusion can be where (S) is a composite strategic outcome

represented as a participation index (5,,.), where:
1 m i
Sine = m Z Pr
k=1

with p.indicating the level of participation
of stakeholder group (k) (e.g, employees,
communities, customers) in decision-making
forums. Higher 5;,. corresponds to more inclusive
governance, which in turn increases the likelihood
that governance frameworks will reflect diverse
ethical perspectives and remain responsive to
societal expectations.

3.3 Linking Transformational Practices with
Strategic Outcomes
Transformational leadership practices (T)
can be linked to strategic outcomes (S) by treating
them as a strategic input into organizational
performance. A basic formulation is:
5 =0+ BT + B2Gen + BaErue
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(e.g., financial performance, innovation, social
impact), (T) captures transformational leadership
intensity, i.is the level of ethically aligned
governance, E_;is the strength of an inclusive and
ethical culture, and g, 3,5 g,are coefficients
estimated empirically. This model suggests that
transformational leadership does not operate in
isolation its impact on strategic outcomes is
moderated by the quality of governance and
culture.

In global organizations, the relationship
may also be moderated by contextual variables
such as regulatory stringency (R) and cultural
distance (D), so that the modified equation
becomes

S=8+ BT+ 3Gy, + BBy vy R+ 4D

where y and gcapture the marginal effects
of regulation and cultural distance on strategic
outcomes. This formulation underscores that
transformational practices must be adaptive and
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contextually calibrated if they are to yield ethical,
sustainable, and globally relevant strategic results.

4. Ethical Decision-Making in a Global Context

The ethical decision-making processes
made in a global environment are conditioned by
moral universals, local norms, institutional
settings and histories. Multinational firms rarely
take decisions in a cultural vacuum. A variety of

ISSN: 2583-7354
legal systems, value systems, and stakeholders’
expectations often have to be accounted for.
Because of the global dimension, leaders must
transcend rigid one-size-fits-all ethical codes and
pursue a more differential and context-sensitive
approach that can reconcile shared -ethical
standards with local realities.

Table 2: Cross-Cultural Dimensions of Ethical Norms

authority

Cultural Influence on Ethical | Typical Leadership . .
. . L. Governance Considerations
Dimension Judgment Implications
Emphasis on Direct challenge vs.
Individualism- ersorI:al richts vs deferential Need for balanced voice and
Collectivism p 5 ' approach to consensus in decision-making
group harmony authority
Tolerance for Top-down vs. e .
Power Distance hierarchy and participative Clarification of accountability

leadership styles

and space for dissent

Risk-aversion vs.

outcomes

Uncertainty Preference for rules Robust but flexible governance
: . tolerance of
Avoidance and clarity L structures
ambiguity
Lone-term Priority given to Sustainable ethics | Integration of long-term ethical
ne-tet future vs. short-term vs. immediate and environmental goals into
Orientation

compliance strategy

Globalization has simultaneously raised
several ethical issues including digitalization,
environmental damage and socio-economic
inequality. Therefore, it is essential that ethics get
embedded into the global strategies and
operations of an organization. This part describes

Leadership Vision

Process 1.0
{Process

the cross-cultural differences in ethical standards,
the major global challenges shaping modern
issues

ethical dilemmas and
multinational corporations.

the facing

(Integrated Process 6.0\ erformance &

Leadershi

ransformative o
Leadership Em owlerrnem Pllans
Data Source] : Capability Metrics

Risk Assessments
Compliance Reports
Long-Term Plans

[Strategic
Governance
Data Source]

[Ethical Ethical Framewrks

Change Metrics Performance Data) [ {Evaluate | "uSt Reports [Report
"I M bl Stakeholder
Employee easurable out ]

Engagement Outcomes} comes,

Sustainability ,
Invastor

Process 5.0
{Synthesize Global Data Store
Organizational  |«— [D1] (Strategic Objectives
(Governance, & Global Context)
Ethics, Inclusion)

Decision-Making | Moral Guidelines
Data Source] Action Principles

[Inclusive
Organizational
Culture Data

Source]

Diversity Metrics
Culture Surveys
Collaboration Tools

-

Inclusion}

Data

(Global Impact
Metrics)

Reputation &

i Data Sink:
Growth Metrics

[Report
Worldwide
Impact]

Process 7.0
IA

Worldwide
Impact}

Figure 1: Data Flow Diagram of a Strategic Framework for Fostering Transformative Leadership,
Governance, and Ethical Culture for Global Impact
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4.1 Cross-Cultural Variations in Ethical Norms

The meaning of ethical norms is generally,
though not wholly, the same, as they relate to
principles like fairness, truthfulness, respect for
human dignity, etc. Which are in part widely held.
Thus, in a collectivist culture, perhaps loyalty to
one’s group matters more and that loyalty might
override individual ethical principles. In
collectivist cultures, ethical principles may be
concerned with harmony in grouping. This can
influence the perception of whistleblowers, the
resolution of conflicts, and the distribution of
power. Speaking out against a superior in public
may seem ethically courageous in one context, but
in another, it may also be deemed as disrespectful,
disruptive, and unduly against a culture of
deference.

From a formal perspective, the relationship
between cultural context () and ethical judgment
(J;) in a given society can be expressed as:

Ii = 8By ) +&(C5)

where E,; represents universal ethical
principles, #(-jis a transformation function that
interprets these principles in a culturally
moderated  way, and @(C;)  captures
cultural-specific norms, traditions, and
institutional legacies. According to the culture ofa
person, this principle will cause different ethical
judgements in this formulation of the ethics.
Leaders should not stop their engagement with
some of the local stakeholders to ensure cultural
intelligence. To be ethical in their operations at a
global level, an organization must be capable of
adapting to cultural variations while standing firm
on core non-negotiable values, for example, giving
others the benefit of the doubt and respect and
acceptance of others’ opinions.

4.2 Global Challenges

Contemporary organizations are facing
many ethical issues owing to three main and inter-
linked global challenges, namely technology,
sustainability and inequality. Rapidly evolving
technology, especially in artificial intelligence, data
analysis and digital platform, poses fundamental
questions of privacy and surveillance, algorithmic
bias and dislocation of the labor market.
Organizations will have to rethink if they want to
be viable and their long-term responsibility to the
environment in a world of climate change and
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sustainability. Business models, supply chains and
governance arrangements may unintentionally
benefit certain individuals or groups at the
expense of others. But the increasing and, for the
most part, rising socio-economic inequality within
and especially between countries raises ethical
issues.

These challenges can be represented as
overlapping domains that influence organizational
ethical risk (7.4):

R = (T ) + ¥ (5o} + @{Iir.aq]

where 1., is the level of technological
intensity and disruption, s5.. is the degree of
environmental and social unsustainability, andr; .

is the extent of inequality affected by
organizational practices. The coefficients #, 1, and
windicate the relative sensitivity of ethical risk to
each factor. In practice, this means that
organizations operating in high-tech,
high-carbon-footprint, or highly unequal
environments face amplified ethical risks that
must be proactively managed through governance,
transparency, and stakeholder engagement.
Ethical decision-making in such contexts must
therefore be anticipatory rather than reactive,
integrating foresight and scenario planning into
strategic choices.

4.3 Ethical
Organizations

Because of their very nature, multinational
organizations face ethical issues due to global
conditions that infringe local standards. For
example, standards of labor acceptable in one
country may be viewed as exploitative in another.
Leaders confront moral dilemmas when forced to
choose between compliance with national laws
and adherence to global human rights norms. To
avoid taxes and meet labor standards, companies’
‘game’ the regulations; for instance, they will make
diapers in Asia that they can then bring to Europe
with an eco-label. Such ‘gaming’ will lower capital
flows. People who make choices, like executives,
have to decide between short-term gains, such as
reduced costs. On the flip side, there are the long-
term aftermaths of having a reputation, causing
social unrest, and more legal troubles.

A formal way to conceptualize an ethical
dilemma in a multinational context is as a conflict
between two or more ethical objectives, each

Dilemmas in Multinational
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weighted by its perceived importance and
feasibility. Let £,and £.represent competing ethical
objectives (e.g., profit maximization versus fair
wages), and let w,and w.be their respective
weights reflecting strategic or moral priority. The
decision problem can be framed as:

Epeg = wy - U(E)) +wy -U(E;)

where [7(-jis a utility function capturing the
perceived benefit or moral value of each option.
However, when E,and £, are in direct conflict, no
single decision can maximize both, so the choice
becomes a matter of ethical judgment and
trade-off. In practice, multinational organizations
address such dilemmas by establishing global
ethical guidelines, local advisory councils, and
transparent reporting mechanisms that allow
them to make contextually informed but

ISSN: 2583-7354
principled decisions. By doing so, they strive to
align their global operations with a coherent
ethical framework that respects both universal
standards and local realities.

5. Inclusive Organizational Cultures

Representational cultures do not just
emerge. They are deliberately enabled through
specific structures, policies and leadership
practices that affirm the value of diversity and
dismantle barriers to participation. Different
cultures refer not only to differences such as
gender, ethnicity, age, disability and culture, but to
the degree to which those of every kind are able to
feel respected, heard, and empowered to
participate in all decision making.

Table 3: Indicators of Inclusive Organizational Culture

Indicator Sample Metrics or Interpretation and
Data Sources .
Category Measures Benchmarking
% of women, . .
. - Higher representation
. minorities, HR records, Lo
Representation . . . indicates structural
international staff promotion data :
. . equity
in leadership
% of employees Higher scores reflect
. s Engagement or .
Voice willing to speak up . psychological safety and
. climate surveys
without fear trust
Self-reported
. comfort in . Lower scores signal
Psychological : Survey Likert : 5
Safety challenging scales exclusionary or
decisions or hierarchical climates
authority
Pay gaps,
Equity in Rewards | promotion rates by | HR analytics, pay Persistent disparities
and Opportunities group, access to studies suggest systemic inequity
training
% of decisions . . , .
e : Meeting minutes, Inclusive participation
Participation in informed by . g
consultation strengthens legitimacy of
Governance employee / .
. records ethical governance
stakeholder input

When organizations move beyond diversity
statements to embed equity into recruitment,
promotion, performance evaluation and everyday
interaction patterns, inclusiveness is fostered.
During this course, we will look the role of
inclusive decision making which underpins a
variety of critical components. We review findings
which show that leaders matter and can create
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voices and psychological safety. Also, inclusive
leader’s behaviors and cultural change strategies
can be scaled in global organizations.

5.1 Diversity, Equity, and Inclusion (DEI) as
Core Pillars

Diversity, equity, and inclusion (DEI) are
three interrelated yet distinct dimensions that
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together play a key role in enabling an inclusive
organizational culture. Diversity is the presence of
differences in an organization’s demographic,
cognitive and experiential composition. An
organization is diverse when its members differ
from one other in terms of identity, perspective,
and background. Equity is when a person can
enjoy similar outcomes, opportunities, benefits,
and success regardless of identity. In other words,
it levels the playing field. Inclusion captures the
quality of the social and psychological
environment how welcome, valued and integrated
someone feels in their daily working life.

A simple conceptual model can express the
relationship between these pillars and
inclusiveness (I) as:

I=a-D+B-E+y 'V

where (D) is the level of diversity, (E) is the
degree of equity in policies and practices, (V) is the
extent of voice and participation, and «,g.yare
positive coefficients reflecting their relative
contribution to inclusiveness. In practice, this
means that diversity alone is insufficient to create
an inclusive culture it must be accompanied by
equitable systems and genuine opportunities for
engagement. Organizations that treat DEl as a core
strategic priority integrate it into recruitment,
leadership development, and performance
metrics, ensuring that inclusion is not an add-on
but a central feature of organizational design.

5.2 Psychological
Decision-Making

Psychological safety allows you to speak up,
challenge views and disagree without fear of
retaliation or marginalization. As important asitis
to have inclusive decision making, it also requires
psychological safety. In a psychologically safe
workplace, your employees are more likely to
speak up, admit mistakes, ask for help and
contribute ideas. As a result, there is higher levels
of learning and innovation. Similarly, there is
greater ethical vigilance. When psychological
safety is low, it’s particularly marginalized group
members who self-censor, leading to homogenized
decision making which ignores certain
perspectives and possible risks.

Voice in decision-making can be
conceptualized as a function of both structural
opportunity and psychological willingness:

Safety and Voice in
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Vier = 2 (Pcrrye) - o ( Pz

where v, is the level of meaningful voice in

decision-making, 0., represents structural
opportunities (such as representation in
committees, feedback mechanisms, and

participatory governance), E. is psychological
safety, and p(-.o() are increasing functions
indicating that both structural and psychological
conditions must be present for voice to
materialize. Inclusive organizations cultivate
psychological safety through leaders who model
humility, encourage questioning, and respond
constructively to feedback. They also create
structural channels such as anonymous reporting
systems, cross-functional teams, and regular
inclusive forums that allow diverse voices to
influence strategic choices.

5.3 Inclusive Leadership Behaviors and
Cultural Change Strategies

To create space for diverse perspectives,
redistribute power, and use respect, empathy and
equity in our everyday behaviors. This is inclusive
leadership. Inclusive leaders listen attentively;
they actively seek out alternative views; they
challenge bias; they give credit where it’s due. The
organization challenges the exclusion of others
overtly or covertly and ensures actions match
Inclusion claims and doesn’t allow statements to
diverge from behaviors - walk the talk while being
unapologetically assertive. With training, coaching
and reflection, we can learn not only to control our
emotions, but to be disciplined. These are also
behaviors that can be learnt.

Strategies for transforming organizations
focus on essential features that are driven from
the top and also from the bottom. Strong top-
down strategies comprise of policy revisions,
modified performance indicators, and
accountability mechanisms for inclusion metrics.
Employees in organizations can innovate and
design inclusion strategies. Transformation can
show gradual improvement over a period of time.

Co=Cey +6- {I]:‘T' e— Ceot)

where ¢.represents the level of inclusive
culture at time (t), C,_,is its prior state, I, is the
strength of inclusive practices introduced, and & is
a convergence parameter reflecting the speed of

cultural change. In global organizations, this
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process must be sensitive to local contexts, as
different regions may require distinct entry points
and pacing for cultural transformation. By
combining inclusive leadership behaviors with
deliberate, evidence-informed change strategies,
organizations can move toward cultures where
diversity is not only visible but genuinely valued
and integrated into ethical and strategic
decision-making.

6. Integrating Ethical Governance and Inclusive
Cultures

To achieve global transformative
leadership, it is important that organizations
integrate ethical governance and inclusive cultures
which are complementary dimensions. The formal
structures, policies, boards, coverage through
oversight and compliance systems that guide how
power is exercised and decisions taken are called
ethical governance. An inclusive culture shapes
norms like trust and psychological safety that help
determine how people experience and enact
structures, through participation and mutual
respect. When there is robust ethical governance
divorced from an inclusive culture, it may feel
distant, bureaucratic or even oppressive, causing
compliance without commitment. Sometimes even
in very supportive climates, groups do not behave
with discipline to exercise and meet complex
ethics. In this section, we look at the
institutionalization of the governance mechanism
and ethical policy, the contribution of various
levels of board and leadership towards
implementation, and the design of metrics and
accountability system.

6.1 Institutionalizing Ethical Policies and
Governance Mechanisms

By institutionalizing the ethical policies,
you are making them an optional activity, but
instead you are making them part of the core
processes of the organization. It entails clearly
spelling out codes of conduct, rules on conflict of
interest, whistleblower protection frameworks,
and ethical decision-making framework
sycophant, and then aligning these with hiring,
appraisal promotion and reward systems. Policies
are most effective when those impacted by
policies, their senior staff, unions, student bodies
and community representatives, participate in co-
design and co-implementation. This feature lends
a degree of efficacy absent in top-down policies,
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while the policies remain reflective of lived
realities. In global corporations,
institutionalization means internalizing universal
ethical standards that are human rights, non-
discrimination in national law and culture. We
must not negotiate these standards.

Formally, the degree of institutionalization can be
represented as a function of policy coverage (P),
enforcement strength (E), and alignment with
culture (C)

Iy = AP +uE +C

where I, denotes the level of institutionalized
ethical governance, and i, uvare positive
coefficients reflecting the relative importance of
each factor. In practice, this equation suggests that
policies alone are insufficient they must be
enforced consistently and supported by a cultural
environment that values integrity and
transparency. When institutionalization is weak,
organizations remain vulnerable to ethical lapses
even when formal rules exist, because employees
may perceive them as performative or selectively
enforced.

6.2 Role of Boards, Senior Management, and
Middle Leaders

The boards, senior management and
middle leaders each play distinct but interlinked
roles in embedding ethical governance and
inclusive cultures. The top ethical tone of the
board, approval of its governance framework and
subsequent activities and management of
accountability and risk taking. It is necessary that
ethical and inclusion considerations be
purposefully incorporated into strategic decisions,
risk assessments and performance evaluations,
not merely an afterthought. The board’s
commitment is translated by senior management
into operational policies, resource allocations and
leadership expectations, modelling ethical
behaviors and inclusion in everyday practice.
Middle leaders like department heads, project

managers and team leaders are vital
intermediaries that translate high level
governance into day-to-day practice. When

policies get put in action, stakeholders play an
important role in influencing how they get
interpreted in terms of ethics, the enactment of
inclusion norms, and employee experience of
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accountabilities and support. Their role can be
thought of a mediation function.
M = 1(Gem ) - @[Cine

where (M) represents the effectiveness of
middle leadership in implementing ethical and
inclusive practices, G.is the strength of
governance, (7, is the level of inclusive culture, and
(). w(-)are transformation functions capturing
how middle leaders filter and operationalize these
elements. In global organizations, middle leaders
must also be equipped with cultural intelligence
and ethical reasoning skills, enabling them to
navigate context-specific dilemmas while staying
aligned with broader organizational values.

6.3 Metrics and Accountability for Ethical
Performance

In order to prompt organizations to be
accountable for ethical performance, they need to
have clear expectations and measurable
indicators. Conventional measures usually
emphasize on money, operations results. Yet, you
must get employee engagement, diversity
representation, grievance rate and similar
measures for ethics performance. Plus, ethics
training completion rate and stakeholder
satisfaction also count. We can aggregate the
above measures into an ethical performance index

(EP).
EP = z Wy g

where grepresents individual ethical indicators
(e.g., percentage of employees reporting
psychological safety, number of resolved ethics
complaints, or supplier compliance with
human-rights standards), w;are their respective
weights, and (n) is the total number of indicators.
This index provides a composite measure that can
be monitored over time and compared across
units or regions.

Besides numbers, organizations are
focusing more on qualitative metrics such as focus
groups, ethics audits, and narratives to understand
what it feels like to be ethical and inclusive.
Metrics to leadership evaluations, bonus
structures and reporting increases accountability.
In other words, not just measured but also
accountable for ethical performance. In
multinational firms, this will have to be adapted to
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local measurement and data privacy standards so
that the approach will be seen as transparent.
When businesses include strong measures and
accountability systems, they get feedback so
ethical governance and inclusive cultures get
aligned continuously.

7. Case Studies and Empirical Insights
Real-life case studies can illustrate the
unfolding of transformative leadership and ethical
governance and the creation of inclusive cultures
in organizations. In this section, we will present
the challenges and opportunities in transforming
leadership and governance practices in the
corporate, public, higher education and non-
governmental sectors. As can be seen from these
illustrations, ethical turnaround, inclusion
initiatives or cross border collaborations are not
merely notional but are the result of leadership
commitment and institutional structures and
stakeholder engagement. The cases indicate that
firms can learn from each other and adapt
practices to different cultural and regulatory
conditions without altering their core values.

7.1 Corporate Sector

Many organizations in the corporate sector
got their ethics right. Some organizations which
went from crisis to comeback after some scandal
or governance failure have become better. Often
cases will start with a due diligence failure that
reflected a breach of trust such as accounting
fraud, environmental harm or labor abuses that
exposes governance and leadership behaviors
weaknesses. When the companies respond,
generally boards will come with enhanced
oversight, codes of ethics will come with
enhancement, internal controls will come with
enhancement and more transparent reports will
be made. Changes in leadership style usually
accompany these reforms as the new executive
who seeks to rebuild credibility tries to model
integrity, openness, and accountability.
A conceptual representation of a corporate ethical
turnaround can be expressed as:

T=8(C )+ ¢ (Lo ) + P (Eregorm)

where
transformation

(T) denotes the degree of
achieved, g,represents the

pre-crisis governance baseline, L. is the impact

of new leadership, and E,,,, captures the strength
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of ethical reforms such as policy changes, training,
and stakeholder engagement. The coefficients
8. ¢.windicate that turnarounds depend not only
on new governance structures but also on
leadership behavior and cultural re-engineering.
Empirical research on such cases suggests that
successful turnarounds occur when organizations
combine structural reforms with sustained efforts
to rebuild trust, empower employees, and align
strategy with ethical and social responsibility.

7.2 Public and Higher Education Institutions

Public and higher education agencies serve
as valuable teachers of inclusive leadership in
practice. Organizations with diversity, competing
stakeholder interests, and public accountability
are invariably a public good. The inclusive
leadership framework puts student well-being
first. It also engages faculty and encourages
community participation. More and more
universities, government agencies and public
service organizations are adopting it. An example
of inclusive leadership in higher education could
entail revising entry requirements to better open
access for under-represented groups, broadening
scholarship opportunities, creating safe spaces for
marginalized students, and adding diversity and
ethics to curricula. Public institutions can modify
decision-making forums to include citizens,
community  representatives or  advisory
committees in the process. It ensures governance
aligned with values that are inclusive in this
process.

Inclusive leadership in these contexts can
be modelled as a function of participation (P),
representation (R), and institutional support (S):

IL=uaP + BR +¥§

where (IL) denotes the level of inclusive
leadership, and . @ yare positive coefficients
reflecting the relative importance of each factor.
Research shows that institutions that foster
participative governance, equitable
representation, and sustained institutional
support are more likely to develop inclusive
cultures that achieve better educational and
service outcomes. Inclusion is resisted by power
structures and can take years to institutionalize.
These cases underscore the importance of long-
term commitment. At the same time, the public
and higher education experiences reveal that you
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gain real benefits from equity, innovation and
social ties through inclusive leadership.

7.3 Non-Governmental and Global
Organizations

Multilateral organizations, NGOs,
transnational networks, and international

agencies can offer cross border lessons on ethical
governance and inclusive leadership.
Organizations such as these function through a
range of cultures, laws and political and social
processes. They frequently collaborate
internationally to address worldwide
challenges. These consist of poverty, climate
change, etc. This entails efforts to combat
migration, prevent human trafficking and protect
human rights. The activities of non-governmental
organizations include power-related, funder-
related, and culture-related imbalances or
dilemmas, which makes them rich sites for
understanding the negotiation of ethical decision
making and inclusion in practice.

Cross-border collaboration can be represented as
a coordination function:

CB = 6(Cem) - €(Cinc) - $(D)

where (CB) denotes the effectiveness of
cross-border cooperation, .4 is the level of shared
ethical commitment, ¢ represents the
inclusiveness of partnership structures, and (D) is
the degree of coordination discipline (such as clear
protocols, monitoring, and conflict-resolution
mechanisms). The parameters &, ¢ ¢ indicate that
successful collaborations depend on ethical
alignment, inclusive participation, and
organizational discipline. Case studies of global
NGOs and international organizations reveal that
partnerships that prioritize transparency,
equitable power sharing, and local ownership are
more likely to achieve sustainable outcomes.
These cross-border lessons highlight the
importance of humility, learning agility, and
cultural intelligence in global leadership, providing
practical insights for organizations seeking to
integrate ethical governance and inclusive cultures
worldwide.

8. Strategies for Fostering Transformative
Ethical Leadership

In order to enhance transformative ethical
leadership, it requires purposeful strategies across
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several levels, which include a culture framework
along with education. Transformative ethical
leadership is not just a personality trait, it is a set
of competencies, values and habits that can be
developed through interventions. Ensuring that
Leaders are equipped to make ethically grounded
decisions that inspire forward looking change that
is inclusive, the strategies cover individual, team
and organization design. This section explains how
leadership development programs and ethical
training can build foundational capacities, how
decision-making frameworks can help with more
complex choices, and how inclusive mindsets and
global citizenship can be nurtured to help exercise
ethical leadership in global contexts.

8.1 Leadership Development Programs and
Ethical Training

The backbone of transformative ethical
leadership efforts is leadership development
programs and ethical training. Training programs
usually integrated theoretical instruction with
experiential learning, deepening participants’
understanding of ethical principles, governance
standards, and inclusive practices. The curricula
could consist of modules relating to moral
philosophy, corporate social responsibility, cross-
cultural leadership, and power plays, along with
case-based discussions seeking the participants’
response to a realistic ethical dilemma. Sessions
focus on simulations, role plays, and reflective
exercises that force leaders to confront their
assumptions, biases, and decisions making
tendencies under pressure.
The effectiveness of training can be modelled as a
learning function:

Le =L s + 0 EpmintPos)

where L.represents the level of leadership
capacity at time (t), L. ,is the prior level,
E...denotes the intensity and quality of training,
and R.scaptures opportunities for reflection and
feedback. The coefficient jreflects the rate at
which learning consolidates into lasting behavioral
change. Effective programs are sustained over
time, integrate follow-up coaching and mentoring,
and align with organizational values so that ethical
leadership becomes an ongoing practice rather
than a one-off workshop experience. In global
organizations, such programs are often tailored to
local contexts, ensuring that ethical frameworks
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remain relevant and responsive to diverse cultural
and regulatory environments.

8.2 Ethical Decision-Making Frameworks and
Tools

According to the author, tools and
frameworks for ethical decision-making can help
leaders navigate complex decisions, and move
from gut instinct to reflective, systematic analysis.
The ethical norms of deontology and utilitarianism
are the foundations of most frameworks which
offer a checklist/a common set of questions for
consideration of consequences, duties, rights and
character. For example, leaders might consider
who a decision impacts, which principles are
involved, whether it will be defensible over the
long term, and which personal and organizational
values it encodes. The implementation of
frameworks is usually in the strategic planning
process, project approval process and risk
assessment process. This ensures ethics is part of
a normal decision rather than an afterthought.
A formalized decision process can be expressed as
a composite judgment function:

J=w, U+ w. D +wV +w,C

where (J) is the overall ethical judgment,
(U) represents utilitarian considerations
(consequences), (D) represents duties and rules,
(V) represents virtues or character, and (C)
captures contextual factors such as legal and
cultural norms. The weights w,, w,, wy, w,reflect the
relative importance given to each dimension in a
particular context. In global organizations, these
frameworks are often adapted to accommodate
cross-cultural differences while preserving core
ethical standards. By institutionalizing such tools,
organizations help leaders make more
transparent, consistent, and defensible decisions,
thereby strengthening trust and accountability.

8.3 Cultivating Inclusive Mindsets and Global
Citizenship

In order to prepare influential leaders to
operate ethical across interconnected, diverse
environments, mindsets of inclusion and global
citizenry must be cultivated. Being open to
difference, listening deeply, and commitment to
equity and belonging describes a mindset which is
inclusive. Global citizenship, on the other hand, is
about seeing ourselves as part of the solution. This
means taking responsibility for problems like
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climate change and human rights abuse, not just
those that affect our organization or country. Such
traits are developed through cross-cultural
assignments, global projects and conversations
with varied stakeholders to help leaders see the
link between local actions and global impact.
Inclusive mindsets and global citizenship can be
represented as a composite orientation (0):
0 = aMiy + B by

where M, is the degree of inclusive
orientation (e.g.,, empathy, bias awareness, and
commitment to equity), and G;is the level of global
citizenship (e.g., concern for global issues,
cross-cultural awareness, and willingness to
collaborate internationally). The coefficients zand
g indicate the relative emphasis an organization
places on each dimension. The strategies that seek
to promote this orientation include initiatives like
diversity driven leadership cohorts, service
learning, global policy dialogues and exposure to
grassroots community. As time goes on,
experiences like these will help leaders internalize
values of inclusion and global responsibility. Thus,
they are more likely to champion practice.
Organizations can use these mindsets to develop
transformative, competent, ethically grounded,
and globally aware leadership. This will make a
huge difference in the organization.

9. Policy and Implementation Challenges
Although many have proclaimed their
endorsement of transformative leadership, ethical
governance, and inclusive cultures, in principle or
practice, barriers presented at the policy and
organization levels often prevent realization. The
technologies are introducing serious ethical
issues; however, they can’t always be handled by
the existing regulatory frameworks. Sometimes,
when it comes to ethics, technological
development could escape institutional capacity.
Furthermore, sometimes the cultural traditions
take too much time to evolve. Likewise, organizing
power relations tends to protect vested interests
and redistributing voice and accountability in
genuinely inclusive ways proves difficult. This
section explores the constraints posed by
regulatory, technological and cultural barriers
along with how resistance to change, and power
dynamics influence implementation. Various
organizations efforts to embed ethical governance
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at the very core of the organization, instead of
treating it as an add on.

9.1 Regulatory, Technological, and Cultural
Barriers

When the ethical landscape is more
articulate than the law and policy frameworks,
regulatory barriers arise. Issues are occurring in
areas like SDT, data privacy, artificial intelligence,
global supply chains, etc. Some laws may have
selective enforcement or weak enforcement. Some
organizations may comply formally, but may
behave unethically. At times, excessive regulations
can lead to confusion and increase compliance
costs for businesses and individuals alike. Because
of regulatory gaps and inconsistencies, leaders
struggle to align choices in legality and ethics,
especially in transnational contexts.

As technology changes, institutions be
unable to create an ethical monitoring mechanism
because  of technological advancement.
Technological solutions are engineered in grey
zones that were never meant to be monitored,
biased, automated, anthropomorphized, etc. It can
also lead to other problems. Cultural barriers are
part of norms and traditions as well as social
hierarchies that resist transparency, inclusion, or
shared decision making. For example,
collectivistic environments encourage a dis-
agreement-free existence, while hierarchical
cultures force sub-ordinate to refrain from
opposing superiors even when superior is wrong.
A simple representation of how these barriers
affect implementation (I) could be:

I'=0(Fe) @(Tien)  ¥(Cou)

where E.is the adequacy of regulatory

frameworks, T..,is the alignment of technology
with governance capacity, and ¢_is the cultural
receptivity to change, with decreasing \ (I\) as any
of these factors become more constraining.
Overcoming these barriers requires coordinated
efforts among policymakers, regulators,
technologists, and organizational leaders to close
regulatory gaps, build technological literacy, and
foster cultural environments that value ethical

inquiry.
9.2 Resistance to Change and Power Dynamics

An essential barrier to build ethical and
inclusive cultures. Such reforms typically
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redistribute power, resources and influence.
Established leaders and managerial personnel
used to hierarchical control could consider
participative governance and inclusive decision
making as threats to their authority. Thus, they are
likely to hamper reforms, reinterpret policies and
create mere symbols of compliance without any
effect. People often resist change because they fear
they will lose their job, take on more work than
they can fit into the hours they have available, and
how these new tools and processes will affect their
status and relationships. Many organizations
experience resistance which may not be
articulated but is often demonstrated through
silence and or non-compliance.

Implementation complications are
compounded by power dynamics as strong groups
exploit their clout to configure governance
systems to their amelioration advantage. For
instance, boards and executive committees may
limit access to marginalized voices, prevent
particular stakeholders from engaging in decision-
making forums, or formally or informally minimize
dissenting voices. A position of power resistance
might be seen in these dynamics.

Rrosise = V(Fiom ) + 6 (Uppe)

where F£.;..denotes the level of resistance,
P;.mis the concentration of power among dominant
groups, and U,.is the perceived uncertainty
associated with change. The coefficients yand &
reflect how greater power concentration and
uncertainty amplify resistance. To mitigate these
effects, organizations must create transparent
processes for conflict resolution, ensure broad
representation in governance structures, and
provide safe channels for feedback and dissent. By
doing so, they reduce the fear and uncertainty that
fuel resistance and create space for more equitable
power sharing.

9.3 Embedding Ethical
Organizational DNA

To really instill ethical governance in the
organizational DNA requires a lot more than one-
off initiatives, which only seek to introduce ethical
and inclusive behaviors. In other words, the
mission statements and scorecards at multiple
levels must be in conformity with the ethics.
Integrity, transparency, and inclusion should be
seen as an essential criterion, not an add-on. A

Governance in
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redesign of employee’s recognition and reward
systems needs to be done, so that the
organizational values get reflected duly where
employees may get rewarded and promoted for
doing the right behaviors, rather than get
punished for speaking-up. These practices should
be reflected in training programs, onboarding, and
leadership development so that there is a common
language and understanding of ethical governance
throughout the organization and at all levels.

A formal way to conceptualize embedding is as a
process of organizational learning and
institutionalization over time:

Fiy = Flp_y + FFraicy) + ¥ (Cprac)

where Eg.represents the degree of embedded
ethical governance at time (t), EG,_,is its prior
level, E,;., denotes the strength of ethical policy
integration, and (. .captures the consistency of

everyday practices aligned with those policies. The
coefficients gand yindicate that both policy and
practice are essential for embedding ethical
governance. In global organizations, this process
also requires sensitivity to local contexts, ensuring
that universal ethical standards are adapted to
local norms and regulations  without
compromising core principles. Over time, when
ethical governance becomes part of the
organizational DNA, leaders and employees alike
internalize it as a natural way of working, making
it more likely to endure through leadership
transitions and external pressures.

10. Conclusion

The article asserts that global leadership
and strategic governance can be positively
transformed through ethical decision making and
inclusive organizational cultures. Intoday’s world
which is unequal, uncertain and rapidly changing
because of technology, the traditional models of
leadership, management and governance that
emphasize efficiency and control, short-term
performance etc. are not enough. If organizations
do not adopt unwritten rules of justice,
accountability etc, they risk being considered
illegitimate by one or another employee,
community and global stakeholders.
Transformation leadership that is ethically
oriented and inclusively practiced has a greater
potential of reorienting the organization towards
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more sustainability,
responsible outcomes.

Based on the core concepts, global examples
and concrete techniques ofleadership, governance
and ethics, ethical governance is more than just
rules or compliance systems. Everything we do
every day, relation, decision that constitutes our
organizational life must be in it. Inclusive cultures
are what ethical principles need that will make
such an environment a reality rather than a mere
proclamation. It helps create a psychologically safe
climate that improves voice and participation.
Leadership development together with policy level
ethical frameworks and reforms must come
together to break through the cultural,
technological and regulatory barriers to progress.

As future unfolds, organizations of the world
trying to change these into actions that matter. All
stakeholders must assume ownership of
developing an ethical and inclusive environment,
senior executives, middle managers, and front-line
staff. This is true regardless of discomfort and
political expedience. As organizations increasingly
work in a globalized context, transformative
leadership and strategic governance are necessary
to build trust and resilience and ultimately long-
term value for all stakeholders. As a result, the
enhanced vision of leadership and governance in
this paper could find expression in practice
towards helping create a more just, inclusively and
sustainable world.

justice, and socially
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